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Terms of 
Reference 


INTRODUCTION 

103 1 Our terms of reference, inter alia, required the Commission to 

' examine the present structure of emoluments and conditions of service of officers 
and servants of the Supreme Court of India and High Court of Delhi. Though a 
similar reference was made to the Fourth CPC by adding a new sub-clause (iv) vide 
Resolution dated December 24, 1986, below Para 2(1) (iii) of the original 
Resolution, requiring the Commission to examine the structure of emoluments and 
conditions of service of officers and employees of the Supreme Court of India, the 
terms did not include the officers and employees ofthe High Court of Delhi The 
Fourth CPC gave its report on this matter oiv2?th May, 1987. The summary of the 
recommendations and conclusions of the Fourth CPC are found in Chapter 6 of 
Part-Ill of its Report. 


Constitutional 

Position 


103.2 The Supreme Court is at the apex of the hierarchy of Courts in 

India, exercising original as well as appellate jurisdiction. As the Law Commission 
has observed, the Supreme Court is the highest constitutional Court of this land, 
performing a multiple role within the constitutional frame. Similarly, all the High 
Courts including the High Court of Delhi, are also vested with extraordinary' 
powers under the Constitution, both on the Original and Appellate sides, but within 
the jurisdiction of the concerned State or the Union Territory', as the case may be 
Keeping in view the independence, importance, high status and dignity of the 
highest courts, the framers ofthe Constitution in their wisdom thought it fit that the 
officers and employees of the Supreme Court and the High Courts should be 
governed by specific provisions of the Constitution "relating to salaries, 
allowances, leave or pensions" and other service conditions 
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Article N6 


103 3 Article 146 of the Constitution winch deals with matters relating 

lo the officers and servants of the Supreme Court reads 


Article 229 


” 146 Officers and servants and the expenses of the Supreme 

Court - 


(1) Appointment of officers and servants of the Supreme 
Court shall be made by the Chief Justice of India or such other 
Judge or officer of the Court as he may direct 

Prov ided that the President may by rule require that in 
such cases as may be specified in the rule, no person not already 
attached to the court shall be appointed to any office connected 
with the Court, save after consultation with the Union Public 
Service Commission. 

(2) Subject to the provisions of any law made by Parliament, 
the conditions of service of officers and servants of the Supreme 
Court shall be such as may be prescribed by rules made by the 
Chief Justice of India or by some other Judge or officer of the 
Court authorised by the Chief Justice of India to make rules for 
the purpose: 

Provided that the rules made under this clause shall, so far as they relate to 

salaries, allowances, leave or pensions, require the approval of the President. 

(3) The administrative expenses of the Supreme Court, 
including all salaries, allowances and pensions payable to or in 
respect of the officers and servants of the Court, shall be charged 
upon the Consolidated Fund of India, and any fees or other 
moneys taken by the Court shall form part of that Fund". 

103.4 Article 229 which is analogous to Article 146 deals with matters 

relating to officers and servants of the High Courts. It reads as follows: 

"229. Officers and servants and the expenses of High Court:- 

(1) Appointments of officers and servants of a High Court shall be made by 
the Chief Justice of the Court or such other Judge or officer of the Court 
as he may direct: 

Provided that the Governor of the State may by rule require that in such 
cases as may be specified in the rule no person not already attached to the 
Court shall be appointed to any office connected with the Court save after 
consultation with the State Public Service Commission 

(2) Subject to the provisions of any law made by the Legislature of the State, 
the conditions of service of officers and servants of a High Court shall be 
such as may be prescribed by rules made by the Chief Justice of the Court 
or by some other Judge or officer of the Court authorised by the Chief 
Justice to make rules for the purpose: 


: 1530 : 



Provided that the rules made under tins clause shall, so far as they 
relate to salaries, allowances, leave or pensions, require the 
approval of the Governor of the Stale 


(3) The administrative expenses of a High Court, including 
all salaries, allowances and pensions payable to or in 
respect of the officers and servants of the Court, shall be 
charged upon the Consolidated Fund of the State, and 
any fees or other moneys taken by the Court shall form 
part of that Fund." 

103.5 Both these Articles are intended to secure the independence of the 
Supreme Court and the High Courts from the control of the Executive and the 
Legislature and they confer a relatively exclusive power not only in the matter of 
appointments but also in prescribing the conditions of service of officers and 
serv ants by rules to be made as contemplated under clause (2) of the relevant 
Articles of the Constitution But it would be subject to the provisions of any law 
made by the Parliament in matters relating to the Supreme Court and by the 
Legislature of the State in matters relating to the High Court. The proviso to 
Clause (2) of both the Articles states that the rules made under clause (2) so far as 
they relate to salaries, allowances, leave or pensions, require the approval of the 
President in the case of the Supreme Court and the Governor of the State concerned 
in the case of a High Court. The administrative expenses of both the courts 
including salaries and allowances and leave or pensions payable to or in respect of 
the officers and servants of the courts are charged upon the Consolidated Fund of 
India. 

103.6 Thus it is clear that the methodology of the fixation of the pay- 
scales of the officers and employees of the Supreme Court and the High Courts is 
distinct and independent, as constitutionally prescribed, though subject to the 
approval of the President or the Governor, as the case may be, vide provisos to 
Clauses (2) of Articles 146 and 229 of the Constitution. 


BACKGROUND REGARDING REVISION OF PAY STRUCTURE 


103.7 It is necessary to outline the background regarding the revision of 

the pay structure of officers and employees of the Supreme Court of India and the 
High Court of Delhi, so as to appreciate the issues involved 


Writ Petitions 
filed by the 
employees of 
Delhi High Court 


103.8 Several writ petitions were filed before the Delhi High Court by 

various categories of its employees, namely, the Private Secretaries and Readers to 
the Judges, Superintendents, Senior Stenographers, Assistants, Junior Readers, 
Junior Stenographers, Joint Registrars, Assistant Registrars, Deputy Registrars and 
certain categories of Class IV employees, seeking revision of their respective pay- 
scales. The Delhi High Court granted the relief and revised their pay scales With 
regard to certain categories of Class III and Class IV employees, the Delhi High 
Court while revising their pay-scales, granted them Punjab pay-scales and Central 
Dearness Allowance. 


103 9 On being aggrieved by the orders passed in the writ petitions, the 

Government of India filed Special Leave Petitions before the Supreme Court, which 
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which were summarily rejected. 


Judi^t‘men! dated 
J5-7-S6 of the 
Supreme ( Hurt 


R ecomm end a lion 
,v of the fourth 
CRC 


Subsequent 

Developments 


103 ! 0 Thereafter, the Supreme Court Employees’ Welfare Association 

approached the Supreme Court by filing a batch of Writ Petitions, namely. Writ 
Petition No. X01/86 etc etc and several Misc Petitions seeking higher pay 
scalcs/parity in the pay-scales with the Delhi High Court employees for the 
corresponding categories on the ground of equal pay for equal work' and interim 
orders meanwhile The Supreme Court on 25th July, 19X6 passed the following 
order - 


"By way of an interim arrangement, pending final disposal of the 
writ petition, we direct that the officers and staff of the Supreme 
Court Registry may be paid same pay scales and allowances 
which arc at present being enjoyed by the officers and the 
members of the staff of the High Court of Delhi belonging to the 
same category with effect from the date from which such scales 
of pay have been allowed to the officers and the members of the 
staff of the High Court of Delhi, if and in so far as they arc 
higher or better than what the officers and the members of the 
Registry of the Supreme Court are getting. . ." 

10311 By the same order, the Supreme Court directed the Respondents, 
namely. Union of India and Another to take steps to refer the question of revision 
of pay scales to the Fourth CPC as suggested by a Committee of Judges which 
submitted its Report in May, 1985. It was pursuant to that interim order that the 
matter was referred to the Fourth CPC After the said reference, the Registry of 
the Supreme Court forwarded to the Fourth CPC a copy of the report of the 
Committee of Judges, along with copies of all interim orders passed by the 
Supreme Court A team of officers of the Commission visited various sections of 
the Registry' and spent a number of days for a proper understanding of the working 
of the vanous categories of employees and nature of their w'ork The Commission 
also had some discussion with the then Chief Justice of India and other Judges and 
finally submitted its report to the Ministry of Finance, Government of India, on 
27th May, 1987 recommending various pay scales to different categories of 
officers and servants* of the Supreme Court. The Commission, however, did not 
recommend the pay scales as granted to them by the interim orders passed on 
different dates to different categories of employees. 

10312 On receipt of the report of the Fourth CPC, the Registrar General 
of the Supreme Court by his letter dated July 22, 1987 addressed to the Secretary, 
Ministry of Finance, slated, inter-alia, that if the pay scales as proposed by the 
Fourth CPC were accepted and implemented, it would result in a number of 
anomalies and the Supreme Court would encounter some difficulties in 
implementing the same He was also of the opinion that the Pay Commission 
should not have made any such recommendation which had the effect of reducing 
the pay scales than what had been granted by the Supreme Court by its interim 
orders Further, it was stated by him that the Fourth CPC should not also have 
made recommendations which had the effect of taking away the benefit accrued to 
other categories of employees by the Supreme Court's order dated 14th August. 

1986 by w hich the Supreme Court had directed that some of the employees w ho 
were not covered by the earlier order wouid also be paid by way of an interim 
arrangement a sum equivalent to 10% of their basic pay, subject to a minimum of 
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. Judgement dated 
2 4-7-H9 of the 
Supreme ('ourt 


Committee of 
Judges 


Rs.50/- with effect from I I 1986 

103 13 In this connection, it may be stated that by its judgment dated 24th 

July, 1989, the Supreme Court directed that the status quo should be maintained 
until the rules fixing the salaries of the officers and sen ants of the Supreme Court 
were framed by the Hon'blc Chief Justice of India under Article 146 of-the 
Constitution and concluded thus 

"In our opinion, the Chief Justice of India is the proper authority 
to consider the question as to the distinctive nature and 
personality of the employees of the Supreme Court The Chief 
Justice of India may appoint a Committee of Judges to submit a 
report relating to all relevant matters and, thereafter, the Chief 
Justice of India may frame rules after taking into consideration 
the report of the Committee It will be absolutely in the discretion 
of the Chief Justice of India or his nominee as to how and in what 
manner the rules will be framed." 

103.14 The Court further directed that till the rules are framed by the 
Chief Justice of India, the interim orders passed in respect of the scales of pay of 
officers and employees of the Supreme Court should remain in force-vidc Supreme 
Court Employees 1 Welfare Association Vs. Union of India & Anr., 1989 (4) 
SCC 187 (hereinafter referred to as Welfare Association’s case). 

103.15 In pursuance of the direction given by the,Court, the then Chief 
Justice of India referred the matter to a Committee of Judges chaired by Hon’ble 
Mr. Justice M.N.Venkatachaliah (as he then was), for framing the rules fixing the 
pay scales of the officers and servants of the Supreme Court under Article 146 of 
the Constitution. The Committee after examining the issue in question opined that 
unless the Court vacates those interim orders and allows the Committee to exercise 
its own discretion, it cannot make any recommendation and suggested as follows - 

"(1) The Chief Justice of India can make rules under Article 146 of the 
Constitution of India if the limitations of interim orders are lifted by the 
Court on the judicial side as the judicial directions in the interim orders 
operate to circumscribe and limit the powers of the Chief Justice of India 
under Article 146 


(2) In these circumstances, the course open is to move the Court to 
vacate the interim order and if the interim order is vacated, the exercise of 
powers under Article 146 could be exercised untrampled by the conditions 
of the interim order." 

However, the Committee taking into consideration the pay scales of 
various posts in the Supreme Court and their corresponding posts in the High Court 
of Delhi and the scale of pay recommended by the Fourth CPC, granted the pay 
scales as given in Annexe-103.1. 

Subsequently, a number of Interlocutory' Applications were filed in 
W.P.(C) No.801/86 by the Supreme Court Employees Welfare Association, 
praying that the staff of the Supreme Court be placed in higher scales of pay than 
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Five Judges' 
Committee 


Drafting of the 
"Supreme Court 
Officers and 
Servants (Revised 
Pay) Rules. 

1993" 


Their Present 
Status 


what was admissible to the corresponding staff working in the Delhi High Court 
The Court heard and allowed all the I As and by its judgement dated 16.3 1993 
revised the pav scales of some of the categories of the employees ol the Supreme 
Court with effect from 1.1.1986 The Court directed that "the pay scales as 
recommended by the Committee of Judges may be given from the month of March, 
1993 by way of interim measure" Further it expressed the hope that "as regards 
arrears from 1 1 1986, the Chief Justice shall pass appropriate orders" and finally 
made the following observation - 

"It has been mentioned in the Report submitted by the Committee 
of Judges that in view of the constraints of the interim orders 
passed by this Court from time to time the Committee has 
recommended that the Chief Justice of India can make Rules 
under Article 146 of the Constitution of India if the limitations 
of the interim orders arc lifted by the Court on the judicial side. 

We consider the appositeness of such recommendations made by 
the Committee We, therefore, make it clear that the Chief 
Justice of India is free to make Rules in exercise of powers under 
Article 146 of the Constitution of India without any constraint 
and irrespective of any interim orders passed on 25.7 1986, 
14.8.1986, 14.11.1986 and 15.1.1987." 

103.16 By this judgement, the Supreme Court also impressed the urgency 

for framing the rules and for fixing the salary and allowances of the officers and 
employees of the Supreme Court. 

103 .17 Pursuant to the judgement dated 16.3 .1993, the Chief Justice of 

India framed the draft rules under Article 146 of the Constitution and forwarded 
it to a five-Judges Committee consisting of Justice S. Ratnavel Pandian as its 
Chairman (now the Chairman of Fifth Central Pay Commission) and Hon'ble 
Justice A M. Ahmadi (as the present learned Chief Justice then was), Hon'ble 
Justice Kuldip Singh, Hon'ble Justice J S Verma, Hon'ble Justice P.B. Sawant as 
its members to consider and examine the said Rules and make its 
recommendations in the matter. 

10318 The Committee after carefully considering the entire matter and 
the draft mles. by its report dated 25th August, 1993, made its recommendations, 
inter-alia, that the Committee was in agreement with the draft rules called 
"Supreme Court Officers and Servants (Revised Pay) Rules, 1993" framed by the 
learned Chief Justice of India and agreed that in the events that had occurred, the 
Rules should come into effect from 11.1986 and the said rules might also be sent 
to the President of India for his approval as required under Article 146(2) of the 
Constitution The Committee observed in its Report that the pay scales of the staff 
of the Supreme Court are independent of the pay scales of any other staff of the 
High Court or any department of the Central Government. 

10319 Thereafter, the rules were forwarded to the President of India for 
approval as required under proviso to Article 146(2). We are informed that till 
date no order has been communicated to the Supreme Court either approving or 
disapproving the rules. In the meantime, the Government of India introduced two 
Bills, namely, the "Salaries, Allowances, Leave and Pensions of the Officers and 
Servants of the Supreme Court Bill, 1994” and the "Salaries, Allowances, Leave 
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Demands of 
employees of the 
Supreme Court 
and the Delhi 
High Court 


Present pay 
scales 


and Pensions of the Officers and Servants of the Delhi High Court Bill, 1994" in 
the Rajya Sabha on 19th August, 1994 We arc informed that the Rajya Sabha 
discussed this matter in the House and referred the Bills to the Parliamentary 
Committee for Home Affairs for examination and report In this context, it may 
be stated that we arc not informed of any decision taken on these two Bills. 

103 20 Various associations of the officers and staff of the Supreme 

Court and the High Court of Delhi have submitted their detailed memoranda to this 
Commission requesting that the pay structure of the employees of the Supreme 
Court and the High Court ofDclhi may be determined based on relevant criteria, 
independent of the pay scales of Central Government employees, having regard to 
the distinct nature of work, qualifications, work-load, responsibilities, level of 
accountability, scale and attainments of the employees and not based on 
comparison by existing designation, as concluded by the fivc-Judgcs' Committee 
of the Supreme Court in 1985. 

103.21 The Supreme Court Employees' Welfare Association have made 
their demands for change in designations for existing categories of employees, 
upgradation of the post of junior clerk, senior clerk and assistant to Rs. 1400-2300. 
Rs. 1640-2900 and Rs.2000-3200 respectively, upgradation of the library staff, 
upgradation of the post of Assistant Rcgistrar-cum-Private Secretary from 
Rs.3300-4800 to Rs.3500-5000 i c equivalent to the Private Secretaries to the 
Secretary General, Deputy Speaker, Speaker in the Lok Sabha and Rajya Sabha 
and upgradation of the post of Senior Stenographer to Rs.2300-3 700. Their other 
demands include payment of fixed conveyance allowance, entertainment allowance 
@500/-p.m. for A.R.-cum-PS for attending to guests at the residence of Hon'ble 
Judges, a fixed uniform allowance to the officers as is being given to the officers 
of the High Court and non-practising allowance. 

103.22 Delhi High Court Employees’ Welfare Association has requested 
for upgradation of the post of Junior Stenographer, Assistant Librarian, Assistant 
Registrar/PPS to Hon'ble the Chief Justice, Deputy Registrar, Joint Registrar and 
the Registrar. The employees of both the Courts have further requested that as they 
are governed by the same rules which are applicable to the corresponding 
categories of Central Government employees, recommendations with regard to TA, 
Housing facilities, HRA, CCA, medical facilities, conveyance allowance, LTC, 
education allowance, group insurance, age of superannuation, bonus, gratuity 
etc.etc. should also mutatis mutandis be made applicable to them 

103.23 The present pay scales of the officers and employees of the 
Supreme Court and the High Court of Delhi are given in Annexe 103.2 and 103.3 
respectively. 

103.24 The Registry of the Supreme Court of India has forwarded to this 
Commission data on the establishment of the Registry of the Supreme Court 
together with self-contained statements indicating the qualifications, mode of 
recruitment, duties and responsibilities attached to various categories of posts, job 
contents of the various categories, a copy of the Supreme Court officers and 
Servantsfconditions of service and conduct) Rules, 1961 (as amended upto 16th 
December, 1985) and Manual of Office Procedure on the administrative side and 
various Judges' Committees Reports inclusive of the five-judges' Committee 
Report of 1993 which was headed by Justice S Ratnavel Pandian 
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Po\ scales of 
Vtl/7l IMA posts lit 

I )elht High l 'ourt 


Xomenclature of 
posts 


Existing 
('ommittee for 
recommending 
pay scales for 
certain categories 
(>f employees of 

the Delhi High 
( ourt 


Position in 
respect of interim 
reliefs 

recommended by 
the 5th CPC 

Commission s 
meeting with the 
Hon'ble Chief 
Justice 


I ien Point of the 
5th ('PC 


1 03 21 Wc arc now informed that lhc pay scales of various posts on the 

establishment of the High Court have been revised Irom time to time by the 
judicial verdicts given in writ petitions filed by the staff of that Court An 
amended First Schedule to the Delhi High Court Officers and Servants (Salaries. 
Leave and Pension) Rules, 1970 has been sent to the Administrator of the Union 
Territory of Delhi on 7 9 1992 for necessary approval and the same is still under 
consideration. 

103 26 The Registry of the High Court has brought to our notice that on 

a joint representation made by thc.nominccs/rcprcscntativcs of the staff of the 
High Court, the Chief Justice of Delhi High Court has changed the nomenclature 
of the existing posts on the establishment of the High Court and a letter to that 
effect has been forwarded for obtaining approval of the Ll. Governor of Delhi for 
making amendment in the First Schedule of the aforesaid Rules, 1970 

103 27 We arc further informed that pursuant to the judgement dated 2nd 

May 1996 of the Supreme Court in Civil Appeal Nos. 4232-4236/95 etc., Hon'blc 
the Chief Justice of Delhi High Court had constituted a Committee to consider th 
entitlement of the pay scales of the posts of Assistant, Senior Stenographer, 
Librarian. Daftrics, Book Binder, Usher and Peon etc. on the establishment of that 
Court and after taking into consideration the report of the Committee, the Chief 
Justice of Delhi High Court has recommended the various pay scales of these 
categories and the recommendations of the Chief Justice along with a copy of the 
Judges Committee has been forwarded to the Government on 30th September 
1996 for necessary sanction w.e.f. 1.1.1986 which is still pending. 

103.28 It would be apposite to mention in this connection that we 
have forw arded to the Chief Justice of India and the Chief Justice of the High 
Court of Delhi the copies of our Interim Reports granting interim relief to the 
Central Government employees, which have been accepted and implemented in 
toto by the concerned Chief Justices. 

103.29 The Commission had the benefit of meeting the Hon'ble 
Shri A M. Ahmadi, the Chief Justice of India and a meeting of the Chairman and 
Shri M. Jagannatha Rao, Chief Justice of the High Court of Delhi took place on 
two occasions and detailed discussions were made with both the Chief Justices in 
respect of the terms made by the Government relating to the officers and 
employees of both the Courts vis-a-vis the constitutional provisions and the 
judicial pronouncements of the highest courts. 


OUR VIEWS 


103.30 We think that it is not necessary to go into the 

comparability and relativity of the service conditions and pay scales of the 
employees of both the Courts with those of the Central Government 
employees and make recommendations within the terms of reference since 
this Commission feels that it would be quite inappropriate for reasons to be 
mentioned hereinafter, to make any recommendations as asked for 

The reasons are - 
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(1) The appointments and the conditions of service including the 
matters relating to salaries, allowances, leave or pensions of the officers and 
servants of the Supreme Court and the High Courts arc governed by specific 
Articles 146 and 229 of the Constitution 

(2) In Civil Appeal No.6020 of 1994 Union of India & Ors Vs 
Pralibha Bonnerjea & Anr. Judgement Today 1995 (8) SC 357, the learned Chief 
Justi.ee of India. Shri A M Ahmadi speaking for the Bench has observed 

".That is why not only Judges but even the staff members arc 

insulated from executive influence Article 229 clearly provides 
that appointments of Officers and servants of a High Court shall 
be made by the Chief Justice of the Court or such other Judge or 
officer as he may direct Even the conditions of service of officers 
and servants shall be such as may be prescribed by the Chief 
Justice or his nominee authorised by him to make rules; the 
approval of the Governor is necessary only if the rules relate to 
salaries, allowances, leave or pension This provision also shows 
that officers and servants of the High Court arc also under the 
exclusive control of the Chief Justice and not the Government." 

(3) In Civil Appeal No.4232/4236 of 1995 etc. Union of India & 
Ors. Vs. Amrik Singh & Ors., a Division Bench of Supreme Court consisting of 
Hon'ble Justice Kuldip Singh and Hon'ble Justice N. Venkatachala on 2nd May 
1995 has made the following observation: 

". we are of the view that the matter regarding the fixation of 

pay scales of the employees of the Delhi High Court should be 
considered and decided by the Chief Justice of the High Court " 

(4) The Chief Justice of the Delhi High Court while expressing his 
views on the questionnaire sent from this Commission has stated, "The members 
of the High Court staff cannot be placed at par with the members of the staff 
working in other Departments." 

(5) The text and tenor of the letter addressed to the Member 
Secretary of the Commission by the High Court stating that in view of the 
provisions of Article 229 of the Constitution, the report of the Commission would 
be subject to certain conditions, spell out the exclusive authority of the Chief 
Justice in the matter of fixation of pay scales of his employees. One of the 
conditions reads thus: 


“(i) That the recommendations would be 

submitted to the Chief Justice, Delhi High Court who may or may * 
not accept them or may take such modifications as may be deemed 
proper." 

(6) Since the Parliament seems to have not made any law relating 

to the conditions of service of the employees of the Supreme Court, the Chief 
Justice of India had framed the rules called "Supreme Court Officers and Servants 
(Revised Pay) Rules, 1993 w ith the aid and assistance of a committee of five senior 
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senior most Judges of the Supreme Court (Chaired by Justice S Ratnavcl Pandian 
presently Chairman of the Fifth CPC) in exercise of the authority conferred on him 
under Article 146(2) The said Rules arc stated to be forwarded to the President 
for necessary approval Similarly, the Chief Justice of the High Court of Delhi 
pursuant to certain judicial verdicts, made sonic amendments to the First Schedule 
of the Delhi High Court Officers and Servants (Salaries, Leave and Pensions) 
Rules. 1970 in exercise of his constitutional authority under Article 229(2) and 
sent the same to the Lt Governor of Delhi on 7 9 1992 for necessary' approval to 
earn out the amendment in the rules Further, pursuant to the judgement of the 
Supreme Court dated 2nd May 1995 (supra), the High Court of Delhi has 
forwarded the recommendations of the Chief Justice of Delhi High Court for 
necessary approval But till date, we arc not informed of the approval or otherwise 
of these rules by the concerned constitutional Heads as required by proviso to 
Clause (2) of Article 146 and proviso to Clause (2) of Article 229. 

(7) Since the rules of 1993 forwarded by the Supreme Court to the 
President of India and the amendment to the rules of 1970 and the 
recommendations of the Chief Justice of Delhi High Court which have been 
forwarded to the Lt. Governor by the High Court are pending approval before the 
constitutional Heads, it would be quite inappropriate for this Commission to make 
any recommendations prescribing the service conditions including the matters 
relating to salaries etc., which would be tantamount to prejudging the final decision 
to be taken by the Constitutional Heads relating to the rules framed by the 
Supreme Court and the High Court. Further, as ruled by the Supreme Court in 
Welfare Association's case (supra), rules framed by the Chief Justice of India 
relating to salaries, allowances, leave and pension will not have any effect only "if 
the President of India does not approve of the salaries, allowances, leave or 
pensions" and "what should go to the President of India for his approval under 
proviso to Article 146 is not the report or the recommendations of the Pay 
Commission but the rules framed by the Chief Justice of India". It therefore 
necessarily follows that only in ease the approval is not granted by the 
Constitutional Heads, the recommendations of this Commission, if at all, will be 
only of some assistance to the Chief Justices for framing the Rules with regard to 
the service conditions of Court employees. 

(8) The Supreme Court, m fact, in the Welfare Association's case 

expressed its view regarding the question of reference to the Central Pay 
Commission, stating "If we are to go strictly by Article 146(2) of the Constitution, 
the question of any reference to the Pay Commission does not arise. The Chief 
Justice of India has to frame rules with the aid and assistance of his own officers 
and other Judges. " In considering the rules framed by the Chief Justice of India 
relating to salaries, allowances, leave and pensions, "it will not be the concern of 
the President of India how and in what manner the Chief Justice of India has laid 
down the rules" and further opined that the rules framed by the Chief Justice of 
India should normally be accepted by the Govemmer'. 1 

(9) The pay scales prescribed by the Supreme Court and the High 
Court of Delhi arc fully supported by various decisions of the highest courts of this 
land 

103 31 Therefore, in the light of the above legal posit.on as 

pronounced by the Supreme Court in the Welfare Association's ease, which was 
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decided after submission or the report of the 4th CPC relating to employees of the 
Supreme Court and in view of the fact that the present Chairman of this 
Commission (Justice S. Ratnavcl Pandian) had already agreed with the Rules of 
1993 framed by the Chief Justice of India prescribing the service conditions 
inclusive of the matter relating to salaries, allowances, leave or pensions, it would 
be quite improper for this Commission to examine the present structure o( 
emoluments of officers and employees of the Supreme Court of India and the High 
CourJ of Delhi and suggest any recommendation therefor Further, the Chairman 
of this Commission strongly feels that he will not be justified in examining the 
service conditions of officers and employees of the Supreme Court in relation to the 
structure of emoluments and that any such exercise in this regard would be 
tantamount to reviewing his earlier opinion expressed along with the other 
members of Five-Judges Committee of the Supreme Court (referred to above) 
while agreeing with the Chief Justice of India in framing the Supreme Court 
Officers and Servants (Revised Pay) Rules, 1993. 


CONCLUSION 


Recommen¬ 

dations 


103 32 In view of the above discussion, we would like to sum up 

our recommendations as under:- 


a) The entire question of conditions of service, including pay 
scales, allowances, etc of the officers and employees of the Supreme Court of 
India and the High Court of Delhi has to be decided in the manner laid down 
in the Constitution of India, as interpreted in the various judgements of the 
highest court in the land. 

b) The Fifth Pay Commission finds itself unable to make any 
recommendations whatsoever for the officers and employees of the Supreme 
Court of India and High Court of Delhi. 

c) However, we have made our detailed recommendations on pay 
scales, allowances, pensions, etc. with regard to different categories of Central 
Government employees. We would be happy if these recommendations are of 
any assistance to the Hon'ble Chief Justice of India and the Hon'ble Chief 
Justice of the Delhi High Court, as a background material for basing their 
own decisions. 


Before we close this discussion, we would like to conclude 
with one last respectful submission. In case the Hon'ble Courts decide to 
grant pay scales, allowances, etc. to their own employees that are at variance 
with the pay scales, allowances, etc. of Central Government employees on the 
ground that their qualifications, duties and responsibilities are different, they 
may, if they so desire, modify the designations of such posts to make these 
different from the designations used in the Central Government so as to avoid 
any confusion in the future. 
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ANNEXE-103.1 


STATEMENT SHOWING THE PAY SCALES FOR VARIOUS POSTS IN THE SUPREME 
COURT AND THEIR CORRESPONDING POST IN THE HIGH COURT OF DELHI 


SI 

No. 

Name of 
Post 

Seale of pay Corresponding 

as recommended post in the 

. by Fourth CPC High Court of 
Delhi 

Seale of Seale 

pay in recommend 

the Delhi bylhc 

High Committee 

Court 

1 

2. 

3. 

4 

5. 

6 

1 . 

Registrar 

Genera] 

(Rs) 

8000/-(fixcd) 

- 

(Rs.) 

(Rs.) 

8000(Fixed) 

2 

Registrar 

7300-7600 

Registrar 

5900-6700 

7300-7600 

3 

Add). 

Registrar 

5900-6700 

- 


5900-6700 

4. 

Joint 

Registrar 

4500-5700 

Jt. Registrar 

4500-5700 

4500-5700 

5. 

Deputy 

Registrar 

3700-5000 

Dy. Registrar 

3700-5000 

3700-5000 

6. 

Editor, 

S C Rs 

3700-5000 

- 

- 

3700-5000 

7. 

Director 

(Library) 

3700-5000 

- 

- 

3700-5000 

8. 

Assistant 

Registrar 

3000-4500 

Astt.Registrar 

3000-4500 

3300-4800 

9 

PPSto 

CJI 

3000-4500 

PPS-Cum-Asstt.3000-4500 
Registrar 

3300-4800 

10. 

Assistant 

Editor,SCR 

3000-4500 

- 

- 

3300-4800 

11 

Chief 

Librarian 

3000-4500 

- 

- 

3300-4800 
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SI 

No 

Name of 
Post 

Seale of pay Corresponding 

as recommended post in the 

by Fourth CPC High Court of 
Delhi 

Seale of Seale 

pay in recommend 

the Delhi by the 

High Committee 

Court 

~ 

2. 

3. 

4 

5. 

6 

12 

A.R.-Cum- 
PS to CJI 

. 3000-4500 

PS 

3000-4500 

3300-4800 

13 

A R.-Cum- 
PSlo Judge 

3000-4500 

PS 

3000-4500 

3300-4800 

14 

A.R.-Cum- 
PS to Regr 
General 

3000-4500 


• 

3300-4800 

15 

Section 

Officer 

2300-3700 

Supdt. 

3000-4500 

3000-4500 

16. 

Librarian 

2300-3700 

Librarian 

2000-3500 

3000-4500 

17 

Court 

Master 

2300-3700 

Court Master 

3000-4500 

3000-4500 

18 

PS to 
Registrar 

2300-3700 

- 

- 

2300-3700 

19 

PA to 

Addl 

Registrar 

2000-3500 

- 

- 

2000-3500 

20. 

Sr.Asstt. 

Librarian 

2300-3700 

- 

- 

3000-4500 

21 

Account¬ 

ant. 

1640-2900 

SAS Accountant 1640-2900 

1640-2900 

22. 

Assistant 

1640-2900 

Assistant 

1640-2900 

1640-2900 

23. 

Court 

Associate 

1640-2900 

Assistant 

1640-2900 

1640-2900 

24. 

Editor of 
Paper Books 

1640-2900 

Assistant 

1640-2900 

1640-2900 

25. 

Cashier 

1640-2900 

Treasurer 

1400-2300 

1640-2900 
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SI Name of 

Seale of pay Corresponding 

Seale of 

Seale 

No Post 

as recommended post in the pay in 

recommend 


By Fourth CPC High Court of 

the Delhi 

by the 


Delhi 

High 

Court 

Committee 

1 2 

3 4. 

5 

6. 


26 

Proof 

1400-2600 

Jr Translator 

1400-2300 

1400-2600 


Reader 


and Proof Reader 



27. 

Steno¬ 

1640-2900 

Sr. Steno¬ 

2000-3200 

2000-3200 


grapher 


grapher 



28 

Assistant 

1640-2900 

Assistant 

1350-2200 

1640-2900 


Librarian 


Librarian 



29. 

Caretaker 

1400-2300 

Caretaker 

550-900 

(pre-revised) 

1400-2300 

30. 

Sr. Clerk 

1400-2300 

U.D.C. 

1400-2300 

1400-2300 

31 

Jr. Steno¬ 

1200-2040 

Jr. Steno¬ 

425-700 

1400-2300 


grapher 


grapher 

(in terms 



of Court's 
order) 


32. 

Jr Clerk 

1200-2040 

L.D.C. 

1350-2200 

1350-2200 

33. 

Chauffeur 

950-1500 

Staff Car 

Driver 

1350-2200 

1350-2200 

34. 

Sr.Gest 

Operator 

950-1500 

Sr.Gest. 

Operator 

1350-2200 

1350-2200 

35. 

Despatch 

Rider 

950-1500 

Despatch 

Rider 

1350-2200 

1350-2200 

36 

Senior 

Library 

Attendant 

950-1500 

Restorer 

1350-2200 

1350-2200 

37. 

Record 

Keeper 

950-1500 

- 

- 

1350-2200 


: 1542 : 



SI 

No. 

Name of 
Post 

Seale of pay Corresponding 

as recommended post in the 

By Fourth CPC High Court of 
Delhi 

Seale of Seale 

pay in recommend 

the Delhi by the 

High Committee 

Court 

1 

r 2. 

3. 

4 

5. 

6 

38 

Record 

Sorter 

800-1150 

- 

- 

1200-2040 

39 

Junior 

Library 

Attendant 

800-1150 

- 


1200-2040 

40. 

Jr.Gest. 

Operator 

800-1150 

Jr.Gest. 

Operator 

975-1660 

1200-2040 

41. 

Daftry 

775-1025 

Dafliy 

975-1660 

1000-1750 

42. 

Jamadar 

975-1025 

Jamadar 

975-1660 

1000-1750 

43. 

Peon 

750-940 

Peon 

975-1660 

975-1660 

44. 

Farash 

750-940 

Farash 

975-1660 

975-1660 

45. 

Safaiwala 

750-940 

Sweeper 

975-1660 

975-1660 
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STATEMENT SHOWING PAY SCALES IN SUPREME COURT AS ON 31-3-94. 


SI Name of the post 
No _ 


Pay Seale 


1 Court Administrator-cum-Rcgistrar General 

2 Registrar 

3. Additional Registrar 

4 Joint Registrar 

5 Deputy Registrar 

6. Editor .Supreme Court Reports 

7 Director (Library) 

8 Assistant Registrar 

9. PPS to Hon’blc Chief Justice of India 

10 Assistant Editor. Supreme Court Reports 

11. Chief Librarian 

12 Assistant Registrar-cum-Privatc Secretary 
to Hon'ble Chief Justice of India 

13 Assistant Registrar-cum-Private Secretary 
to Hon'ble Judges 

14 Assistant Registrar-cum- Private Secretary 
to Registrar General 

15. Section Officer 

16. Court Master (Shorthand) 

17 Court Master (Non-Shorthand) 

18. Librarian 

19 Private Secretary to Registrar 

20. PA to Additional Registrar 

21. Assistant Accounts Officer 
(Concurrent Audit) 

22. Senior Assistant Librarian 

23. Accountant 

24. Court Associate 

25. Assistant 

26. Editor of Paper Books 

27. Cashier 

28 Proof Reader 

29. Assistant Librarian 


8000/- (fixed) 

7300-7600 

5900-6700 

4500-5700 

3700-5000 

3700-5000 

3700-5000 

3300-4800 

3300-4800 

3300-4800 

3300-4800 

3300-4800 

3300-4800 

3300-4800 

3000-4500 

3000-4500 

3000-4500 

3000-4500 

3000-4500 

2000-3500 

2000-3200 

3000-4500 

1640-2900 

1640-2900 

1640-2900 

1640-2900 

1640-2900 

1400-2600 

1640-2900 


30 Care Taker 

31. Stenographer 

32. Junior Stenographer 

33 Senior Clerk 

34 Junior Clerk 

35 Chauffeurs 

36 Senior Gestetnor Operator 


1400-2300 

2000-3200 

1400-2300 

1400-2300 

1350-2200 

1350-2220 

1350-2200 
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SI 

No ' 

Name of the post 

Pay Scale 

37 

Senior Library Attendant 

1350-2200 

3X 

Despatch Rider 

1350-2200 

39. 

Record Keeper 

1350-2200 

40 

Junior Gcslctnor Operator 

1200-2040 

41 

Junior Library Attendant 

1200-2040 

42 

Record Sorter 

1200-2040 

43 

Daflary 

1000-1750 

44 

Jamadar 

1000-1750 

45 

Peon 

975-1660 

46. 

Farash 

975-1660 

47. 

Safaiwala 

975-1660 


: 1545 : 


ANNKXK-103.3 


STATEMENT INDICATING PAY SCALES IN DELHI HIGH COURT w.e.f.l-l-86 


SI. 

No. 

Name of (lie post 

Pav Scale 
(Rs.) 

1. 

2. 

3. 

1 

Registrar 

5900-6700 


Joint Registrar 

4500-5700 

3 

Deputy Registrar 

3700-5000 

4 

PPS-cum-Assistant Registrar 

3000-4500 

5 

Assistant Registrar 

3000-4500 

6 

Accounts Officer 

3000-4500 

7. 

Superintendent 

3000-4500 

8. 

Court Master 

3000-4500 

9 

Private Secretary 

3000-4500 

10 

Librarian 

2000-3500 

1 1 

SAS Accountant 

1640-2900 

12 

Assistant 

1640-2900 

13. 

Senior Translator 

1640-2900 

14. 

Junior Reader 

1640-2900 

15 

P A to Registrar 

2000-3200 

16. 

Senior Stenographer 

2000-3200 

17. 

Assistant Librarian 

1350-2200 

18 

Treasurer 

1400-2300 

19 

Care Taker 

i) 1350-2200 

ii) Yet to be revised (when filled 
from cadres of Assistant in 
Delhi High Court) 

20 

Upper Division Clerk 

1400-2300 

21. 

Junior Translator and Proof Reader 

1400-2300 

22 

PA to Deputy Registrar 

1400-2300 

23. 

Junior Stenographer 

1400-2300 

24. 

Lower Division Clerk 

1350-2200 

25 

Restorer 

1350-2200 

26. 

Staff Car Driver 

1350-2200 

27. 

Despatch Van Driver (Rider) 

1350-2200 

28. 

Despatch Rider 

1350-2200 

29. 

Senior Gestetnor Operator 

1350-2200 

30. 

Junior Gestetnor Operator 

975-1660 

31 

Daftry 

975-1660 

32. 

Book Binder 

975-1660 

33. 

Usher 

975-1660 

34 

Peon 

975-1660 

35. 

Farash 

975-1660 

36 

Chowkidar 

975-1660 

37 

Sweeper 

975-1660 

38. 

Mali 

975-1660 
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104 


Pay Seated Ion, ^iaiott 0 7&vufonie& 


Introduction 104.1 Presently there arc seven Union Territories specified in the First 

Schedule of the Constitution. These include Andaman and Nicobar Islands, 
Chandigarh, Dadra And Nagar Haveli, Daman and Diu, Lakshadweep, Pondicherry 
and National Capital ofTerritory of Delhi 


Posts in 
Chandigarh 


104 2 All the posts in Chandigarh administration arc filled on deputation 

from amongst officials of the state governments of Haryana and Punjab, with senior 
level posts being filled from amongst IAS and IPS officers of the AGMUT cadre 
The state government officials posted in Chandigarh administration arc entitled to 
deputation allowance. The existing set up in Chandigarh has functioned quite 
effectively and no changes arc necessary therein Accordingly, we have not made any 
recommendation in case of Chandigarh. 


Distribution oj 104.3 Persons holding various public posts in these Union Territories are 

}H>sts employees of the central government. The group-wise distribution of posts in the 

various unions territories is as indicated below:- 


Union 

Territories 

A 

GROUP 

B C 

1> 

Total 

Andaman and Nicobar Islands 

330 

556 

12.276 

9512 

22.674 

Dadra and Nagar llafveli 

74 

47 

2.100 

329 

2,550 

Daman and Diu 

87 

104 

1.851 

715 

2.757 

Lakshadweep 

54 

1H7 

2,877 

1.519 

4,637 

NOT of Delhi 

1.532 

3.875 

99,426 

6.055 

1.10.888 

Pondicherry 

1.076 

641 

14,236 

7.518 

23.471 

Grand Total 

3,15.3 

5,410 

1,32,766 

25,648 

1,66,977 


104.4 Till 1968, the pay scales and allowances of employees of UT were 

linked with neighbouring states Thereafter the policy was changed and presently the 
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Main ti! 
Allowance 


Die! Allowance 


Washing 

Allowance 


Secretariat Staff 


pax and allowances of IJT employees arc by and large on (he pattern of Central 
Government employees. We are of the view that such parity is justified and 
accordingly have tried to give comparable pay scales to similarly placed posts in the 
IJTs and the Central Government. However for certain fields posts in the UTs. no 
analogous posts exist in the Central Government As far as possible we have linked 
the pay scales of such posts with those of the neighbouring states. 

104.5 We have received numerous demands seeking parity m pay scales 

with similarly designated posts in the Central Government or other union territories 
While we have tried to extend identical pay scales to all similarly posts in different 
union territories, this has not always been possible as f equcnlly the qualifications or 
the level of duties and responsibilities attached to these posts arc different. 


COMMON CATEGORIES AND ALLOWANCES 


104.6 Elsewhere in the report, we have recommended enhancement of rate 
of medical allowance to Rs.100 per month. This may be extended to all the 
government employees of different union territories, who are not covered by 
CGHS facilities. 

104.7 Presently non-gazetted Delhi Police personnel arc entitled to a diet 
allowance on days when they have to be on continuous duty of more than 9 hours. 
We have separately recommended that this allowance may be given (a) Rs.20 per day 
for a maximum of 60 days in a year This allowance may be extended to all the 
non-gazetted police personnel of other union territories also. 

104.8 Elsewhere in the report we have recommended revision of the ra.es 
of washing allowance from the existing Rs 5 per month to Rs.30 per month This 
may be extended to Police personnel in all UTs. Our general recommendations 
on the uniform and washing allowance will equally apply to all the nursing staff 
in different union territories. 

104.9 Presently secretariats of various union territories follow different 
patterns of pay scales and designations. We arc of the considered view that with the 
possible exception of XCT of Delhi, all (lie posts in secretariats of other union 
territories should follow' a uniform pattern Elsewhere in the report we have 
recommended the hierarchical pattern for ministerial staff working in subordinate 
and attached offices. A similar structure also needs to be introduced in the 
secretariats of all Union Territories Accordingly we recommend that following 
changes may be effected in the existing pay scales of various posts in the 
respective secretariats of the union territories:- 

The pay scale of a LDC may be retained at the existing level of 
Rs.950-1500. 

The pay scale of the post of UDC may be upgraded to Rs.1320- 
2049. 

The scale of pay of Head Clerk/ Assistant and other similarly 
placed posts may be raised to Rs. 1609-2669. 
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All Superintendent may he placed in the scale of Rs.1640-2900. 
This would entail upgradation of Superintendents in 
Lakshadweep who are presently in the scale of Rs. 1400-2300. 

104.10 The present pay scales and designations of different categories of 

Forest Stall* in various union territories arc as follows: 


Designation 

Scale of Pay 

Assistant Conservator of Forests 

Rs.2000-3500 

Assistant Forest Officer** 

Rs 2000-3500 

Senior Forest Ranger** 

Rs 1640-2000 

Range Officer 

Rs. 1400-2300 

Deputy Ranger 

Rs 1200-1X00 

Forester 

Rs 950-1400 

Forest Guard 

Rs 775-1025 

Forest Protection f orce 

Rs. 775-1025 


A\ailableonly in the National Capital I'crritory of Delhi 


The administrative ministry has recommended parity in the pay scales 
of these posts with those of comparable posts in the police and revenue departments 
Pay scales of comparable posts in the Forest Departments of many state governments 
like Assam. Hary ana, Himachal Pradesh and Punjab arc in higher scales of pay 
Group *B' Ga/etted status has also been conferred on the Forest Rangers in Himachal 
Pradesh, Nagaland. Maharashtra and Orissa We also notice that the duties and 
responsibilities of forest stafT are broadly comparable with those of polk s personnel 
Apart from the functions of protecting and conserving the environment, forest 
personnel also have powers of apprehension and arrest of poachers and trespassers, 
service of summons, execution of warrants, etc In our view, parity with police 
personnel is. therefore, not unjustified In view of this, we recommend that:- 

the posts of Forest Guards and Forest Protection Force, both of 
which arc presently in the scale of pay of Rs.775-1025, may be 
merged and upgraded at par with a police constable in the scale 
ofRs.825-1200 with two advance increments at the time of initial 
appointment. Simultaneously, the qualification prescribed for 
the posts may also be enhanced to matriculation, on par w ith 
that of constables. 

twelve and a half percent of the total number of existing posts of 
Forest Guards and Forest Protection Force in all the union 
territories may be upgraded to those of Head Forest Guards and 
placed in the scale of Rs.975-1660 at par with a head constable. 

the post of Forester, the education qualification for which is 
similar to that prescribed for the post of Assistant Sub-Inspector 
(SSC or equivalent), may be placed in the scale of pay of 
Rs. 1320 2040. 
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/• 7 a * Staff 


a post corresponding to that of Deputy Ranger docs not exist in 
the police department. In the context of the proposals to equate 
the lower posts of forest staff to police personnel and in order to 
maintain vertical relativities this post may he placed in the scale 
of Rs.1600-2660. 

three posts of Senior Forest Ranger (Rs. 1640-29(H)) above that 
of the Deputy Ranger exist only in Delhi, in addition to the posts 
of Range Officer (Forest Ranger), whereas all other union 
territories have only posts of Range Officers in a lower pay scale 
(Rs. 1400-2300). The duties and responsibilities of these two 
posts arc identical. Besides, given the fact that forest resources 
are not in abundance in the National Capital Territory, there is, 
prima facie, no justification for having posts in a higher scale in 
Delhi alone. The educational qualification (graduation) 
prescribed for the posts is identical to that of a Sub Inspector of 
Police. The posts of Range Officer (Forest Ranger) and Senior 
Forest Ranger may, therefore, be merged and placed in the 
scale of pay of Rs.1640-2900 on par xvith the post of Sub- 
Inspector of Police. 

ten percent of the existing posts of Assistant Conservator of 
Forest may be placed in a higher scale of Rs.2500-4000 to 
provide promotion avenues and designated as Assistant 
Conservator of Forest, Grade I, the existing posts in the lower 
scale being simultaneously redesignated as Assistant 
Conservator of Forest, Grade II. The designation of the post in 
Delhi may also be changed from Assistant Forest Officer to 
Assistant Conservator of Forest, Grade II, to ensure uniformity 
in designations. 

104.11 Presently, Fire fighting personnel in various union territories follow 

different hierarchical patterns. Pay scales of fire stall in Delhi and Andaman and 
Nicobar Islands arc relatively higher. Higher scales for fire staff of Delhi are 
justified on account of more strenuous nature of their duties. In Andaman and 
Nicobar Islands. Fire Brigade forms a part of the Police Department and functions 
under the supervision and control of an officer of the rank of Sub Inspector with the 
necessary number of Assistant Sub Inspectors. Head Constables, Lance Head 
Constables and Constables trained in fire fighting. This set-up has worked efficiently 
and we do not intend disturbing it. Some restructuring, however, is required in the 
fire departments of all union territories other than Delhi and Andaman and Nicobar 
Islands Accordingly, wc recommend that fire departments of these union 
territories may be restructured as undcr:- 
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Medical, Para¬ 
medical and 
Veterinary Staff 


Teaching Staff 


Tehsildars and 
Deputy> Tehsildars 


Drivers and 
Despatch Riders 


Designation 

Pay scale 

Divisional Fire Officer 

Rs.2200-4000 

Dy. Divisional Fire Officer 

Rs.2000-3500 

Asstt. Divisional Fire 

Rs. 1600-2660 

Officer 


Station Officer 

Rs. 1320-2040 

Leading Fireman 

Rs. 950-1500 

Fireman 

Rs. 775-1025 


Scales of PC Drivcr/Constablc Driver will remain unchanged at 
Rs.950-1500. We also clarify that in cases where the pay scale is getting 
rationalised at a lower level in the new dispensation, the present salary of the 
existing incumbents may be protected by grant of personal pay. 

104.12 Elsewhere in the report, wc have made general recommendations for 
the common categories of medical, paramedical and veterinary staff These 
recommendations will, mutatis-mutandis, be applicable in case of all the union 
territories also. 

104.13 We have separately recommended a common pa\ structure for the 
general category of teaching staff. White in the forthcoming paragraphs we have 
given recommendationsTn respect of specific categories of teaching staff of 
individual union territories, however, the common pay structure recommended 
bv us for the general category of teaching staff shall be fully applicable in 
respect of different categories of teaching staff in all the union territories. 


104.14 Presently, posts of Tehsildars and Deputy Tehsildars in different 

union territories are in the respective pay scales of Rs. 1640-2900 and Rs. 1400-2300 
Tehsildar is a Group B Gazetted post, recruitment to which is made through 
promotion, failing which by transfer on deputation. Deputy Tehsildars with 5 years 
regular service in the grade and who have passed the prescribed Departmental Tests 
arc eligible for promotion as Tehsildars. Duties of Tehsildars, apart from land 
revenue functions, also include excise inspection and raids, controlling situations 
during natural calamities, accidents, etc., poll duties, along with attending to law and 
order problems. Deputy Tehsildar is a Group C post which is filled 75% by 
promotion and 25% by direct recruitment. Essential qualification for direct 
recruitment is graduation Revenue Inspectors and Settlement Revenue Inspectors 
with 5 years of service in the post arc eligible for promotion as Deputy Tehsildar 
provided they have qualified in the departmental examinations Their duties include 
assisting Tehsildar and inspecting the offices of functionaries working under them 
On account of their duties and minimum qualifications prescribed, wc arc of the view 
that these posts deserve a higher pay scale. Accordingly, we recommend that 
Tehsildars and Dy. Tehsildars of all UTs may be placed in the respective pay 
scales of Rs.2000-3500 and Rs. 1600-2660. ^ 

104.15 We have separately recommended a 3 grade structure for ^u-fvors^nd 
despatch riders in the scales of Rs.950-1500, Rs. 1320-2040 and Rs. 1400-|P3f)0.pThis •, 
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structure may also be extended to the drivers and Despatch Riders of all the 
union territories. 


httunr Engineers [04.16 Presently. Junior Engineers in various Departments of all union 

territories arc recruited in different pay scales. We have separately recommended the 
scale of Rs 1600-2660 along with ACP scales of Rs. 1640-2900 and Rs.2000-3500 
for all Junior Engineers with three years diploma. These recommendations may 
be extended to all the Junior Engineers with similar qualifications who are 
working in different departments of union territories. 


/ itboratorv 104.17 We have noticed that in many departments of different IJ fs, the post 

Attendants 0 f Laboratory Attendant carrying the minimum qualification of 8th pass with 

experience exists in the pay scale of Rs.800- 1150. We have separately recommended 
that all Laboratory Attendants not possessing the qualification of 10+2 along with a 
certificate in laboratory work, may be placed in the scale of Rs.750-940 with ACP 
scales of Rs.775-1025 and Rs.800-1150. Accordingly, we recommend that all 
Laboratory Attendants working in various departments of different UTs who 
do not posses a 10+2 degree and certificate in laboratory work may be placed 
in the pay scale of Rs.750-940 with ACP scales of Rs.775-1025 and Rs.800-1150. 
The emoluments of existing personnel manning these posts may, however, be 
protected by treating the higher scale as personal to them. 


/kdoHutH and 'Ttico&vi r )alcuui& 


GENERAL 


Island Special 
. \llowance and 
Special 
('ontpensatoty 
Allowance 


104.18 Employees posted in the A&N Islands with all India transfer liability 

are entitled to an island special allowance @12.5 % of the basic pay. subject to a 
maximum of Rs. 1000. Apart from island special allowance, all employees arc also 
entitled to special compensatory allowance At present, special compensatory 
allowance at vary ing rates is paid to employees posted in different regions of the 
A&N Islands Rates of these allowances have remained unchanged since the 
recommendations of the Fourth Pay Commission and thus need to be revised. 
Accordingly we recommend that special compensatory allowance may be paid 
at double the existing rates. Island Special Allowance may continue to be paid 
@ 12.5% of the revised basic pay without any upper ceiling. We further 
recommend that employees eligible for island special allowance should not be 
paid special compensatory allowance as no justification exists for paying two 
different allowances to compensate a person for a particular posting. 


DIRECTORATE OF ANIMAL HUSBANDRY AND VETERINARY 
SERVICES 


t ’efemuiry 104.19 A single, isolated post of Senior Veterinary' Officer exists in the pay 

scale of Rs 2200-4000 We recommend that this post may be treated as cx- 
cadrc post of the Central Veterinary Serv ice to be filled on deputation by 
members of Central Veterinary Service. 
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F i s h e r i e s 
Development 
Office r/A ssistant 
Directors 


Surveyors 


Plant Operator - 
cum-Mechanic 


Assistant Town 
Planners 


DIRECTORATE OF FISHERIES 


104.20 Fisheries Development Officers/ Assistant Directors in the pay scale 
of Rs.2000-3500 are eligible for promotion to the post of Director carry ing the scale 
of Rs.3000-4500. We recommend that 50% of the existing posts of Fisheries 
Development Officers/Asstt. Directors may be redesignated as Fisheries 
Development Officer Grade 1/ Dy. Director and upgraded to the scale of 
Rs.2500-4000. The remaining posts of Fisheries Development Officers in the 
scale of Rs.2000-3500 may be redesignated as Fisheries Development Officer 
Grade II. Fisheries Development Officers Grade II and Assistant Directors 
will be eligible for promotion as Fisheries Development Officer, Grade I/Dy. 
Director after 3 years service, who then would be eligible for promotion as 
Director on completion of 4 years service in the scale of Rs.2500-4000. 

104.21 Presently, there arc two posts of Surveyors in the pay scale of 
Rs. 1200-2040. No promotion avenues arc available to the incumbents of this post. 
Accordingly, we recommend that the following 3-grade structure may be 
extended to them:- 


Surveyors Gr. Ill 

Surveyors Gr.Il 
Surveyors Gr. I 


Rs. 1200-2040 
(entry scale) 

Rs. 1400-2300 

Rs.1600-2660 


104.22 Presently, Plant Opcrator-cum-Mechanic working in the Fisheries 

Department of Andaman and Nicobar Islands are placed in a lower pay scale vis-a- 
vis their counterparts in Lakshadweep. We arc inclined to give them a pay scale on 
par with their collegucs in Lakshadweep, as the nature of duties and minimum 
qualifications prescribed are identical in both the cases. Accordingly we 
recommend that the pay scale of Plant Operator-cum-Mcchanic in the fisheries 
department of Andaman And Nicobar Islands may be upgraded to the scale of 
Rs.1320-2040. 


PUBLIC WORKS DEPARTMENT 


104.23 Presently, Assistant Town Planners with 8 years' service in the 

existing pay scale of Rs.2000-3500 are eligible for promotion to the post of Associate 
Town Planner in the pay scale of Rs.3000-4500 We recommend that one of the 
existing post of Assistant Town Planner may be redesignated as Assistant Town 
Planner, Grade I and placed in the scale of Rs.2500-4000. Remaining posts of 
Assistant Town Planner should be redesignated as Assistant Town Planner, 
Grade II. Assistant Town Planners, Grade II with 4 years' service in the grade 
will be eligible for promotion as Assistant Town Planner Grade I who, after 
putting in 4 years' service in the grade shall be eligible for promotion as 
Associate Town Planner in the scale of Rs.3000-4500. 
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.J.SXI.VfcXflf Shed 
Masters and Sited 
A lasters 


Overseers 


(jate Keepers 


I* e r i p a t e t i c 
Teachers 


104 24 The post of Assistant Shod Master in ll\c Shipping Godown of the Port 

Management Board presently exists in the pay scale of Rs 1 200-2040. This post is 
a promotion post for Tally Clerks who incidentally arc also in an identical pay scale 
While Tally Clerks as well as Assistant Shed Master arc eligible for promotion to the 
post of Shed Master in the pay scale of Rs 1400-2300, the y ears of serv ice prescribed 
for this promotion in ease of Assistant Shed Master is 5 years as compared to 15 
years in the case of Tally Clerks. In order to streamline the hierarchical pattern 
of the organisation, we recommend that posts of Assistant Shed Master may be 
upgraded to the scale of Rs. 1400-2300. Simultaneously, Shed Masters may be 
placed in the scale of Rs.1600-2660. The posts of Shed Masters shall henceforth 
be filled only from amongst Asst. Shed Masters with minimum 3 years’ service 
in the grade. 

104.25 Presently, there arc 12 posts of Overseers in the pay scale of Rs 950- 
1400 The posts are filled 75% by direct recruitment, minimum qualification for 
w hich is 12th pass, and 25% by promotion of matriculate Head Workers with 5 y ears’ 
experience Overseers with 15 years’ service in the grade arc eligible for promotion 
to the post of Sub-Divisional Officer ( 4 posts, 50% of which arc filled by promotion 
and the rest by direct recruitment of graduates) in the pay scale of Rs 1400-2600 
which after rationalisation will be upgraded to Rs. 1600-7660. In such a scenario, 
an Overseer in the scale of Rs 950-1500 will be eligible for direct promotion to the 
scale of Rs. 1600-2660, which may not be appropriate in the existing hierarchical 
pattern Accordingly, we recommend that 5 of the existing 12 posts of Overseer 
may be placed in the higher scale of Rs. 1320-2040 and designated as Labour 
Supervisor, Grade I. Overseers in the scale of Rs.950-1500 may be 
redesignated as Labour Supervisors, Grade II. Posts of Labour Supervisor, 
Grade I may be filled solely by promotion of Labour Supervisors, Grade II. 
Labour Supervisors, Grade I with 10 years’ service will be eligible for 
promotion to the post of Sub-Divisional Officer. 

104.26 Port Management Board of Andaman and Nicobar Islands has 17 
posts of Gate Keeper in the pay scale of Rs.750-940. No promotion avenues are 
presently available for these posts Accordingly, we recommend that a 3-gradc 
structure in the pay scales of Rs.750-940, Rs.775-1025 and Rs.800-1150 
carrying respective designations of Gatekeeper-Grade III, Gatekeeper-Grade 
II and Gatekeeper-Grade I may be provided for the Gatekeepers of Port 
Management Board. 


EDUCATION DEPARTMENT 


104.27 Pay scales of Peripatetic Teachers working in Andaman and Nicobar 

Islands were earlier at par with those of Primary School Teachers (Rs. 1200-2040) 
Qualifications prescribed for Peripatetic Teachers include matriculation with diploma 
in the concerned trade. However, the Calcutta Bench of die Central Administrative 
Tribunal in its judgement dated 10.4.95 in OA No 81/4 has directed that these 
teachers be treated at par with Physical Education Teachers and provided similar 
promotion avenues. The qualifications and duties of these teachers are comparable 
with those of Primary' School Teachers and as such, we are of the view that the 
equation of these teachers with primary school teachers will be more equitable We 
are seperately recommending the same pay scale for Primary School Teachers as is 
currently available to Physical Education Teachers. Accordingly, we recommend 
that pay scale at par with the revised pay scales of Primary School Teachers 
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may be given to Peripatetic Teachers. ACP scheme as recommended for 
Primary School Teachers should also be extended to Peripatetic Teachers. 


HEALTH DEPARTMENT 


Pharmacists 104.28 There arc 105 posts of Pharmacists in the pay scale of Rs. 1200-2040 

All these posts arc filled by direct recruitment, the minimum qualifications prescribed 
for which is matriculation along with diploma in Pharmacy. In the promotion channel 
there arc 9 posts of Sr Pharmacists in the pay scale of Rs 1400-2300. Elsewhere we 
have decided to grant the pay scale of Rs 1400-2300 along with ACP scales of 
Rs. 1600-2660 and Rs. 1640-2900 to Pharmacists with matriculation and diploma 
These recommendations may be extended in the instant case and the cadre of 
Pharmacists in the Health Department of A&N islands restructured as under: 


Designation 

No. of Posts 

Pay Scale 

Pharmacist Gradc-1 

9 

Rs.1640-2900 

Pharmacist Gradc-II 

45 

Rs. 1600-2600 

Pharmacist Gradc-III 

60 

Rs.1400-2300 



(Entry scale) 


Lineman and 
Lineman-c um- 
Me ter-Reader 


104.29 The posts of Lineman and Lincman-cum-Metcr Reader presently exist 

in the respective pay scales of R$.950-1400 and Rs 950-1500. The post of Lineman 
is filled 75% by promotion from amongst Mazdoors with 10 years experience and 
having passed 5th standard and 25% by direct recruitment for which minimum 
qualification is 8th standard, subject to passing a trade test. The post of Lineman- 
cum Meter Reader is filled 75% by direct recruitment for which minimum 
qualification prescribed is matriculation with a trade test certificate and 25% by 
promotion from amongst Lincmcn/EIcctncal Fitters with 5 years’ experience. 
Linemen with 10 years of regular serv ice arc eligible for promotion to the post of 
Linemen Superintendent in the pay scale of Rs 1400-2300 Linemcn-cum-Mctcr 
Reader arc eligible for promotion to the post of Jr. Engineer after 8 years of serv ice 
On account of qualifications attached to these posts as well as their promotion 
hierarchy* we recommend that the pay scales of Lineman and Lincman-cum- 
Meter Reader may be upgraded to Rs.95(M500 and Rs.l 200-2040 respectively. 


FOREST DEPARTMENT 


Senior l efertna/y 
Compounders and 
I* e t e r i n r y 
( ompounders 


104.30 Presently, Drcssers/BuU Attendants working in the Forest 

Department and drawing the pay scale of Rs. 750-940 are eligible for promotion to 
the posts of Vcty Stockman in the pay scale of Rs 775-1025 and thereafter as 
Veterinary Compounders in the scale of Rs 800-1150. Vcty Compounders arc in 
charge of sub-dispensaries and first-aid cells and despite performing supervisory 
functions they remain group 'D’ employees even after two promotions Vcty 
Compounders arc eligible for promotion as Sr Vcty. Compounders. Wc have 
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Dental Surgeon 


Biochemist 


Draughtsman 


separately recommended pay scales ol Rs. 1200-2040 with ACP scales of Rs 1400- 
2300 and Rs 1600-2660 respectively for Stockman/Vcly Compounder. provided the 
minimum qualifications prescribed arc Matric along with 2 years’ certificate com st¬ 
and one years’ experience. These recommendations may also he extended to this 
case. Further the pay scale of Senior Vetv. Compounder, which is a promotion 
post for Veterinary Compounder may be raised to Rs.1400-2300 with ACP 
scales of Rs. 1600-2660 and Rs. 1640-2000. 


7)ac6uz and 'Heupvi Newell 


HEALTH DEPARTMENT 


] 04.31 The post of Dental Surgeon in the UT of Dadra and Nagar Havcli is 

in the pay scale of Rs. 2200-4000. No further promotion avenues arc available to the 
incumbents Accordingly, we recommend that they be given the ACP scales of 
Rs.3000-4S00, Rs.3700-5000 and Rs.4500-57Q0 on completion of lived number 
of years of service as specified for other Group 'A* Dental Doctors in CHS. 
Research Pursuit Allowance may also be allowed on the same analogs'. 

104 32 The post of Biochemist in the UT of Dadra and Nagar Havcli is 

presently in the pay scale of Rs. 1640-2900. Minimum qualifications prescribed 
include postgi adualion in Biochemistry. In our opinion the post deserves a higher pay 
scale on the basis of minimum qualifications prescribed Accordingly we 
recommend for this post the pay scale of Rs.2000-3500. Further, under ACP, 
the scales of Rs.2500-4000 and Rs.2200-4000 may be extended to this post. 


PUBLIC WORKS DEPARTMENT 


104.33 The pay scales for the posts of Draughtsman Grade Ill, Draughtsman 

Grade II and Draughtsman Grade I in Dadra and Nagar Havcli are lower than the pay 
scales of these posts in other Union Territories, despite the mode of recruitment, 
minimum qualification prescribed and duties being identical in all the Union 
Territories Accordingly, we recommend that pay scales of Draughtsman in 
Dadra and Nagar Havcli be upgraded to Rs.l600-2660 for Draughtsman Grade 
I, Rs.l400-23(K) for Draughtsman Grade II and Rs.1200-2040 for Draughtsman 
Grade III. 
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AaAa/uxdweefr 


Abolition of Island 
Special Pay and 
enhanc ement of the 
S p e c i a l 
C o m pens at o ry 
Allowance 


Extension Officer 


Aynn’edic 

Physician 


GENERAL 


104.34 Presently, island special pay optees, numbering 300 out of a total of 

4500 employees under the Lakshadweep Administration, are granted special pay @ 
80% of basic pay subject to a maximum of Rs.500 per month and such special pay 
is reckoned for all purposes including TA/DA, retirement benefits and encashment 
of leave etc. along with compensatory allowance of 10% of basic pay subject to a 
maximum of Rs. 150 per month Other employees of Lakshadweep Administration 
doing identical work arc only given special compensatory allowance ranging from 
Rs 150 to Rs.650 per month which is not counted for computation of TA/DA etc.. 
This has created a disparity in the pay and allowances of special pay optees vis-a-vis 
others, even though all of them are doing the same work in identical circumstances. 
The island special pay was originally given in the fifties as at that time the islands 
were totally undeveloped and isolated. Conditions in these islands as well as their 
accessability has now improved drastically Any sacrifices that were made by the 
special pay optees at the time of their initial posting in these islands have already 
been amply compensated. Thus there remains no justification for paying the special 
pay optees substantially higher emoluments for doing similar work as others. 
Accordingly, we recommend that the island special pay in Lakshadweep may 
be stopped and all government employees in this UT, including special pay 
optees, be paid special compensatory allowance at double the existing rates. 


SECRETARIAT 


104.35 Presently, there arc 5 posts of Extension Officer (General) in the 

Lakshadweep secretariat in the scale of Rs 1350-2200. Their duties involve 
implementation of poverty alleviation programmes under UT Administration We 
observe that similar posts of Extension Officer in Pondicherry as well as in A&N 
Islands carry the scale of Rs 1400-2300. Accordingly, we recommend that 
Extension Officers in the Lakshadweep Secretariat may be placed in the pay 
scale of Rs. 1400-2300. 


DIRECTORATE OF HEALTH 


104.36 A post of Ayurv edic Physician exists m the pay scale of Rs.2000- 

3500. The post is filled by direct recruitment of recognised degrec/diploma holders 
in Ayurveda possessing three years* professional experience We have already 
proposed the scale of Rs .2200-4000 for recognised degree-hold mg practitioners of 
Indian Systems of Medicine (ISM). The qualifications prescribed for the post of 
Ayurvedic Physician in Lakshadweep are at par with recognised degree in ISM 
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Junior Lecturers 


Cargo 

Superintendent 


Grade I and 
Grade 

H Officers of 
DASS 


Accordingly, we recommend that the scale of Rs.2200-4000 he extended to this 
post. 


DIRECTORATE OF EDUCATION 


104.37 In Lakshadweep, there arc two) junior colleges functioning at plus two 

stage These institutions arc affiliated to Calicut University. As per national pattern 
of education, the plus two stage institutions have been dc-aligncd from the universities 
and attached to secondary schools. The present pay scales of Jr. Lecturers teaching 
in these institutions arc Rs. 1640-2900 (Ordinary scale), Rs.2000-3500 (Sr. scale) and 
Rs.2200-4000 (Selection scale). These pay scales arc presently at par with the pay 
scales of PGT teachers in other senior secondary schools. However, elsewhere we 
have recommended higher pay scale for PGTs. We recommend that pay scales at 
par with the revised scales of Post Graduate Teachers may he given to Junior 
Lecturers teaching in Junior Colleges of Lakshadweep. 


PORI DEPARTMENT 


104.38 The pay scale of Cargo Superintendents working in the Port 

Department is Rs. 1400-2300. Their duties include looking after the welfare of 
passengers and cargo in ships and boats. The feeder category for this post is in the 
pay scale of Rs 1350-2200 whereas the immediate promotion post, that of Welfare 
Officer, carries the scale of Rs. 1640-2900 On account of the duties prescribed as 
well as the pay scale of the feeder and promotion posts, the present pay scale of the 
post appears unjustified. Accordingly, we recommend that Cargo 
Superintendents may be upgraded to the pay scale of Rs.1600-2660. 


VetAi 


SECRETARIAT 


104.39 Presently, Grade-I and Gradc-Il officers of Delhi Administration 

Subordinate Serv ice (DASS) are in the respective pay scales of Rs. 1640-2900 and 
Rs. 1400-2300. Grade-11 officers are recruited through a competitive examination 
conducted by the SSC. Candidates possessing a minimum qualification of graduation 
are eligible to appear in this examination. All the posts in Grade-I are filled by 
promotion of Grade-II officers with five years of service in the grade. Gradc-I and 
Gradc-Il officers function as Tehsildar and Deputy Tehsildar respectively. While in 
the Secretariat, Grade-I officers are posted as Superintendents in charge of a branch. 
These officers arc also liable to be posted as Assistant Sales Tax Officers, etc In 
view of the minimum qualifications prescribed and duties attached to these posts we 
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Stenographers 


Translators 


Typists, 

Translators and 

Technical 

Assistants 


l ’rdu Typists 


luhtor of Debates 


arc of the view that a higher pay scale needs to be extended to these two posts 
Accordingly, >vc recommend the scale of Rs.2000-3500 for Grade-I officers and 
of Rs.l 600-2600 for Gradc-II officers of DASS. 

104.40 Presently, there are 211 posts of Stenographer (Grade-11) in the pay 

scale of Rs. 1400-2300. All of these posts are filled by promotion of Stenographer 
(Grade-Ill) in the pay scale of Rs 1200-2040. We have already recommended the 
pay scale of Rs. 1600-2660 for officers of Grade-11 subordinate ministerial/ executive 
services in NCT of Delhi In order to maintain parity between Grade-II 
Stenographers and Gradc-II Subordinate Services of Delhi, we recommend that 
the pay scale of Stenographer grade II may be upgraded to Rs.1600-2660. 

104 41 Translators looking after the Official Language work are placed in the 

pay scale of Rs. 1400-2300 The Minimum qualification prescribed for the post is 
graduation with 3 years' experience. On the basis of qualifications prescribed, we 
recommend that the pay scale of this post may be upgraded to Rs. 1600-2660. 

104.42 There are a few isolated posts of Punjabi typist, Punjabi translator and 

Technical Assistant We recommend that under the Assured Career Progression 
Scheme, the following three-tier structure may be extended to these posts:- 


Post 

Present Scale 

ACP Scales 

Punjabi Typist 

Rs.950-1500 

1200-2040/ 

1400-2300 

Punjabi Translator 

Rs.l 400-2300 

1600-2660/ 

1640-2900 

Technical Assistant 

Rs.l 400-2300 

1600-2660/ 

1640-2900 


104.43 Urdu Typists (Grade IV) in Delhi Administration are in the pay scale 

of Rs 950-1500. No promotion avenues arc available to the incumbents of this post. 
Accordingly, we recommend that two ACP scales of Rs.l200-2040 and Rs.1400- 
2300 may be provided for these posts. 


SECRETARIAT ( LEGISLATIVE ASSEMBLY ) 


104.44 There is a post of Editor of Debates in the pay scale of Rs 1640-2900. 

The post is filled by direct recruitment and minimum qualifications prescribed include 
post-graduation in Hindi with English as an elective subject at the degree level, along 
with two years’ experience. Recruitment to the post is made through an All India 
competition conducted by the UPSC. Duties attached to this post include editing, 
translation and printing of the proceedings of the Legislative Assembly and its various 
committees. A similarly designated post in Pondicherry is in the pay scale of 
Rs 2000-3500. In view of the above facts, we recommend, for the post of Editor 
of Debates in government of NCT of Delhi, the scale of Rs. 2000-3500. Under 
the scheme of Assured Career Progression, the scales of Rs.2500-4000 and 
Rs.2200-4000 may be extended to this post. 
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Assistant Director 
and Industrial 
Adviser 


Carpet Training 
Officers 


Fire Officers 


Prosecutors 


DEPARTMENT OF INDUSTRIAL DEVELOPMENT 


104.45 Presently this department comprises 13 posts of Assistant Director in 
the scale of Rs. 1640-2900; 8 posts of Dy. Director (DD) in the scale of Rs 2200- 
4000; 5 posts of Joint Director (JD) in the scale of Rs.3000-4500; and one post of 
Industrial Adviser in the scale of Rs.3000-5000. Direct recruitment is done at the 
level of AD for which minimum qualification prescribed is a degree in engineering. 
Keeping in view the qualifications ami duties assigned to these posts, we 
recommend that the pay scales for the post of Asstt. Director and Industrial 
Adviser may be upgraded to Rs.2000-3500 and Rs.3700-5000 respectively. No 
change in the present pay scales of Dy. Director and Joint Director is 
recommended. 

104.46 Presently, no promotional avenues arc available for the post of Carpet 
Training Officer carrying the pay scale of Rs. 1600-2660. Accordingly we 
recommend that under the scheme of Assured Career Progression, the scales 
of Rs.1640-2900 and Rs.2000-3500 may be extended to incumbents of this post. 


DELHI FIRE SERVICE 


104.47 Four posts of Dy. Chief Fire Officer (DCFO) exist in the scale of 

Rs.3700-5000. DCFOs are eligible for promotion as Chief Fire Officer in the scale 
of Rs.5100-6150. No intermediate scale exists between these two posts. 
Accordingly, we recommend that 2 posts of Dy. Chief Fire Officer be upgraded 
to that of Additional Chief Fire Officer (ACFO) in the scale of Rs.4500-5700. 
DCFOs with 3 years’ service in the grade shall be eligible for promotion as 
ACFO, who then would be entitled for promotion as Chief Fire Officer after 2 
years of service as ACFO. 


DIRECTORATE OF PROSECUTION 


104.48 This Directorate comprises the posts of Prosecutor in the scale of 

Rs.2000-3200, Senior Prosecutor/Additional Public Prosecutor in the scale of 
Rs.2375-3500, Public Prosecutor/Chief Prosecutor carrying the scale of Rs.2200- 
4000 and Director of Prosecution in the scale of Rs.3000-4500. The officers of the 
Directorate conduct cases on behalf of the state in the Courts of Metropolitan 
Magistrates and Sessions Courts and also tender legal advice on various matters to 
the Police Department as well as all other departments of the Government of NCT of 
Delhi. Direct recruitment is made only at the level of Prosecutor for which a degree 
in law along with 3 years' experience have been prescribed. There is no direct 
recruitment to the other senior posts. Keeping in view the important functions 
being performed by them, we recommend that pay of all these posts may he 
revised as undcr:- 


Post __ Pay Scale 

Prosecutor Rs.2000-3500 

Sr. Prosecutor/ Rs. 2200-4000 

Addl. Public Prosecutor 
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Public Prosecutor/ 
Chief Prosecutor 


Rs.3000-4500 


Chief Inspector of 
Boilers 


Assistant Labour 
Commissioner 


Caretaker ; 
Holiday Home 


Director (Prosecution) 


Rs.3700-5000 


Additionally these officers may be given the facility of creating 
a Library at home, for which they should be allowed to subscribe to two Law 
Journals per month and in addition get books purchased worth Rs.2S00 per 
annum through the departmental library for their permanent individual usage. 
They may also be given robe allowance, dress maintenance allowance and court 
allowance at rates applicable to prosecutors in CBI. Facility of residential 
telephones may also be given to all officers working as Sr. Prosecutors or in 
higher posts. 


DEPARTMENT OF LABOUR 


104.49 The post of Chief Inspector of Boilers presently exists in the pay scale 
of Rs 2200-4000 The duties attached to this post include examination and 
registration of boilers and imparting advice to owners regarding the proper 
maintenance and safe working thereof Additionally there are two posts of Inspectors 
of Boilers in the scale of Rs.2000-3500 which are filled by promotion of Smoke 
Observers with 8 years 1 service in the scale of Rs. 1400-2300 and by direct 
recruitment of Mechanical Engineers with 2 years' experience in equal proportion. 
Keeping in mind the qualifications prescribed and the nature of their duties, we are 
of the opinion that the pay scale of Chief Inspector deserves to be upgraded. 
Accordingly we recommend that the pay scale of Chief Inspector of Boilers be 
upgraded to Rs.3000-4500. Simultaneously one of the post of Inspectors 
(Boilers) be upgraded to the scale of Rs. 2500-4000 and redesignated as Deputy 
Chief Inspector (Boilers). Inspectors (Boilers) with 3 years* service in the 
grade would be eligible for promotion to the post of Dy. Chief Inspector who 
after four years of service in the grade, would become eligible for promotion 
to the post of Chief Inspector of Boilers 

104.50 Delhi Industrial Relations Machinery has a post of Assistant Labour 
Commissioner in the pay scale of Rs.2375-3500. Labour Officers who constitute the 
feeder cadre for promotion to the post of Assistant Labour Commissioner are placed 
in an almo*st similar scale of Rs.2000-3500 The post of Assistant Labour 
Commissioner in other UTs like A&N Islands is already in the pay scale of Rs.2200- 
4000 Keeping all these factors in view, we recommend that the pay scale of the 
post of Assistant Labour Commissioner in Delhi Industrial Relations 
Machinery may be upgraded to Rs.2200-4000 

104.51 There is a post of Caretaker, Holiday Home in Labour Department 
of Delhi Carrying the 'pay scale of Rs 1200-2040. Duties attached to the post include 
carctaking of holiday homes being run by Labour Department. Minimum 
qualifications prescribed for the post are graduation along with 1 years’ experience. 
We observe that as per duties prescribed for this post, no specialised skills are 
necessary. Accordingly wc recommend that this post may be merged in the 
UDC cadre with full protection of seniority being afforded to the present 
incumbent. 
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104.52 There arc 5 posts of Assistant Local Health Authority (ALH A) in the 
pay scale of Rs.2000-3500, which form the feeder cadre for promotion to the five 
posts of Local Health Authority(LHA) in the pay scale of Rs.3000-4500. We have 
received many demands seeking merger of the posts of ALHA with that of LHA. 
However, these, posts are not comparable either in terms of duties or status or 
minimum qualifications prescribed. Accordingly, we recommend that the post of 
ALHA may not be merged with that of LHA and that replacement pay scales 
may be given to the posts of Assistant Local Health Authority. However, 2 of 
the existing posts of ALHA may be upgraded and placed in the scale of 
Rs.2500-4000. These posts, to be designated ALHAs, Grade I, shall be fdled 
solely bv promotion of ALHAs who will now be called ALHAs, Grade II. 

104.53 Food Inspectors in the Directorate of Prevention of Food Adulteration 
arc presently in the pay scale of Rs. 1400-2300. All of these posts arc filled by direct 
recruitment, the minimum qualification prescribed for which is graduation along with 
minimum of 45 days* training in Food Inspection and Sampling Work under the Food 
Authority of Central Go\crnmcnt. They are eligible for promotion to the post of 
Assistant Local Health Audiority in the pay scale of Rs. 2000-3500. In view of the 
minimum qualification prescribed and duties attached to the post, the present pay 
scale does not appear to be adequate. Accordingly we recommend that the pay 
scale of Food Inspectors in Delhi be upgraded to Rs.1600-2660 along with a 
dynamic ACP scale of Rs.1640-2900. This could become a normal grade, on 
distribution of the existing 24 posts equally between the two scales of pay. 

104.54 There arc 25 posts of Field Assistants/Sample Packers carrying the 
pay scale of Rs.975-1540. The posts arc filled entirely by.direct recruitment of 
matriculates. Their duties include sealing and packing of samples of food products 
and earn ing them from field to office. No promotional avenues exist for these posts. 
The nature of duties is a general one and not much diffrcnl from that of LDCs. 
Accordingly we recommend that all these posts may be merged in the cadre of 
LDCs w ith full protection of their seniority. 


DIRECTORATE OF HEALTH SERVICES 


104.5 5 Presently there are 31 posts of Junior Medical Officers (Homeopathy) 

in the pay scale of Rs.2000-3500. The minimum qualification prescribed for 
incumbents to this post is a bachelor’s degree in the traditional system of medicine. 
Elsewhere, we have recommended grant of pay scales at par with allopathic doctors 
to doctors practising the traditional systems of medicine. In view of the foregoing, 
we recommend that the post of JMOs (Homoeopathy) be upgraded as Medical 
Officer (Homoeo) and placed in the pay scale equivalent to Rs.2200-4000. 
Suitable promotion levels at par with CHS may also be created for these 
doctors. 

104.56 There arc two posts of Pharmaceutical Chemists in Maulana Azad 

Medical College (MAMC) in the pay scale of Rs.2000-3500. These posts are filled 
by direct recruitment through the UPSC. No further promotion avenues are available. 
Accordingly, we recommend that under ACP, the scales of Rs.2500-4000 and 
Rs.3000-4500 may be extended to the incumbents of this post. 
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104.57 There is a post of Biomicroscopic Technician in Guru Nanak Eye 
Centre, Delhi in the pay scale of Rs. 1600-2660. A higher scale has been demanded 
for this post. Minimum qualifications prescribed for the post are matriculation along 
with diploma in Commercial Art and two years' experience. In view of the 
qualifications prescribed, the present pay scale appears appropriate. Accordingly 
a higher pay scale is not recommended. However, under the scheme of Assured 
Career Progression the scales of Rs.l640-2900 and Rs.2000-3500 may be 
extended to the incumbent of this post. 

104.58 Laboratory Assistants working in dispensaries of Delhi 
Administration are currently placed in the pay scale of Rs.975-1540. Their functions 
include giving assistance to Laboratory Technicians. As per our general 
recommendations given elsewhere in the report, all such similarly placed 
categories are to be placed in the pay scale of Rs.950-1500 along with ACP 
scales of Rs.l320-2040 and Rs.l 400-2300, with full protection of the existing pay 
scale to the present incumbents. These recommendations may also be extended 
to Laboratory Assistants working in dispensaries of the Government of NCT 
of Delhi. 


DIRECTORATE OF EDUCATION 


.104.59 Lecturers/Subject Specialists, who were originally appointed in the 

State Institute of Education and subsequently adjusted against certain ex-cadre posts 
in the Directorate of Education in the scale of Rs.2000-3500, presently face intense 
stagnation. To alleviate this, we recommend that the following 3 grade structure 
may be extended to the members of this cadre:- 


Lecturcrs/Subject 
Specialists Gr.III 

Rs.2000-3500 

Entry grade 

Lccturers/Subject 

Rs. 2500-4000 

After 5 years of 

Specialists Gr.Il 


service in 

Grade III 

Lccturers/Subject 

Rs.2200-4000 

After 5 years of 

Specialists Gr.I 


service in 

Grade II 


Thcrc is a strong case for abolition of these posts, as and when they 

fall vacant. 


104.60 There are 13 ITls and one Basic Training Centre in NCT of Delhi 

which impart training in various trades to over 8,000 trainees. There are 575 posts 
of Craft Instructor in the scale of Rs. 1400-2600, 78 posts of Supervisor 
Instructor/Language Instructor in the scale of Rs 1640-2900 and 52 posts of Foreman 
Instructor carrying the scale of Rs.2000-3200 in these centres. Higher pay scales 
have been demanded for all these posts. Keeping in mind the educational 
qualifications prescribed and the fact that the posts in other UTs arc also in similar 


1563 : 




Museum Curators 


Laboratory 

Assistants 


Mechanics Grade 
A. Mechanics 


pay scales, the existing pay scales seem to be appropriate. However, under the 
Assured Career Progression Scheme, we recommend the following scales may 
be extended to these posts: 


Posts 

First ACP 

Second ACP 


Scale 

Scale 

Craft Instructors 

Rs.1640-2900 

Rs.2000-3500 

Supervisor Instructor 
and Language Instructor 

Rs.2000-3500 

Rs.2500-4000 

Foreman Instructor 

Rs.2500-4000 

Rs.2200-4000 


104.61 Museum Curators working in various science centres of Delhi arc 
presently placed in the pay scale of Rs.1 200-2040. The posts arc filled by direct 
recruitment and minimum qualifications prescribed include B.Sc. with one years’ 
working experience. On the basis of qualifications attached to this post, a higher pay 
scale seems justified. Accordingly, we recommend the pay scale of Rs.1400-2300 
for the post of Museum Curator. In order to provide some promotion avenues 
to them, wc further recommend that two of these 5 posts may be upgraded, one 
each to the scales of Rs.1600-2660 and Rs.1640-2900 with the respective 
designations of Senior Museum Curator and Chief Museum Curator. 

104.62 Laboratory Assistants in Senior Secondary Schools and Secondary 
Schools of Delhi are presently working in the pay scale of Rs. 1200-2040. These posts 
are filled by promotion of Group 'D* employees. We note that on their promotion to 
Group C, Group D employees are normally placed in the scale,of Rs.950-1500. This 
principle needs to be extended in the instant case also. Accordingly wc recommend 
that all the existing posts of Laboratory Assistants may be redesignated as 
Laboratory Technicians Grade II in the present pay scale of Rs.l 200-2040. All 
the ncwpromotces from group D may henceforth be promoted as Laboratory 
Technician Grade III in the scale of Rs.950-1500. Laboratory Technicians 
Grade III with minimum 5 years 1 experience in the grade shall be eligible for 
promotion as Laboratory Technician Grade II. Additionally a new grade 
designated as Laboratory' Technician grade I in the scale of Rs.1400-2300 may 
be created which shall be filled by promotion of Laboratory Technician Grade 
II with a minimum service of 5 years. Five hundred of the existing 1653 posts 
may be upgraded as Laboratory Technician Grade I in the scale of Rs.1400- 
2300. The cxisitng incumbents of the remaining posts may be given the post of 
Laboratory Technician Grade II in the pay scale of Rs.1200-2040, with the 
proviso that along with promotion of juniors to the post of Laboratory 
Technicians Grade III in future, 600 posts of the Laboratory Technicians 
Grade II will be down-graded to Laboratory Technicians Grade III in the pay 
scale of Rs.950-1500. 

104.63 Presently, the cadre of technical supporting staff in Delhi College of 
Engineering includes posts of Mechanic, Grade A and Mechanic, Grade B in the 
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identical scale of Rs.1400-2300, despite the latter being the feeder post for the 
former. The duties of these posts are similar. Accordingly we recommend that the 
posts of Mechanic Grade A and Mechanic Grade B may be merged and 
redesignated as Senior Mechanic in the scale of Rs.1400-2300. Simultaneously 
the recruitment roles may also be amended to fdl two third posts of Sr. 
Mechanic by promotion of Mechanic Gr.C, to be redesignated as Jr. Mechanic, 
with 6 years’ service in the grade and remaining posts by direct recruitment of 
matriculates with ITI certificate and 4 years' experience. ACP for direct 
recruit Senior Mechanics may be given in the scales of Rs. 1600-2660 and 
Rs.l 640-2900. The institute also has some posts of Draughtsmen in the pay scale 
of Rs. 1600-2660. Their present pay scale is appropriate and does not need any 
upgradation. However, ACP for direct recruit Draughtsmen to the scales of 
Rs.l640-2900 and Rs.2000-3500 may be granted. 

104.64 Life Guards in Directorate of Education have to perform duties in the 

mornings as well as in the evenings. As a compensation for the split nature of 
their duty, we recommend a split duty allowance at two-thirds the rate of night 
duty allowance for Life Guards working in the Directorate of Education. 


DEPARTMENT OF SOCIAL WELFARE 


104.65 Posts of Welfare Officer Grade-II, Probation Officer Grade II, Prison 

Officer Grade II, Craft Instructor and BA-BT Teacher exist in this department 
Despite widely different duties and minimum qualifications, these post have been 
placed in the identical scale of Rs. 1400-2600. Furthermore all these posts, as well 
as the posts of Adult Education-Officer and Supervisor in the pay scale of Rs 1400- 
2300 constitute the feeder posts for promotion as Probation Officer, Grade I. and 
Deputy Senior Superintendent in the scale of Rs. 1640-2900. A bottleneck exists at 
the level of Deputy Superintendent as there are only 35 posts of Deputy 
Superintendent for a feeder cadre of 306 posts, even though the next higher post of 
Superintendent has a sanctioned strength of 55 posts. Thus some organisational 
restructuring is necessary in this department. Accordingly wc recommend that 
following changes may be effected in the organisational set up of the 
Department of Social Wclfarc:- 

The single post of Adult Education Teacher may be given the 
ACP scales of Rs.1600-2660 and Rs.1640-2900. The incumbent 
would be eligible for further functional promotion to the post of 
Deputy Supcrintendcnt/PO Grade II in the scale of Rs.1640- 
2900. 

Fifty two of the existing 129 posts of Supervisor (Women) may 
be upgraded as Supervisor Grade I in the scale of Rs.1640-2900 
, with the remaining posts being redesignated as Supervisor 
Grade II in the pay scale of Rs.1400-2300. Supervisor Grade II 
with 5 years* service would be eligible for promotion as 
Supervisor Grade I who, after 5 years' of service in the grade, 
would be eligible for promotion to the post of Dy. Supdt./PO 
Grade II. 
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Five of the existing thirteen posts of BA-BT Teacher may he 
redesignated as Senior BA-BT Teachers in the scale of Rs.l640- 
2900. BA-BT Teachers with five years' service in the grade 
shall he eligible for promotion as Sr. BA-BT Teachers who then 
would be considered for promotion as Dy. Supdt/PO Grade II 
after five years of service in the grade. 

Fourteen of the existing 35 posts of Craft Instructor may be 
upgraded as Sr. Craft Instructors in the pay scale of Rs.1640- 
2900. The posts of Sr. Craft Instructor w'!l be filled by 
promotion of Craft Instructors with 5 years' service in the 
grade. Senior Craft Instructor with 5 years' of service in the 
grade would be eligible for promotion as Dy.Supdt. 

Pay scales of Welfare Officer (Gradc-II)/Probation Officer 
(Grade-II) and Prison Welfare Officer may be upgraded to the 
scale of Rs.l640-2900. They would be eligible for promotion as 
Deputy Superintendent after 5 years' of service in the grade. 

All the posts of Superintendent may be filled by direct 
recruitment and promotion in an equal ratio. 


DIRECTORATE GENERAL OF HOME GUARDS 


104.66 There are a few cx-cadre posts in the Directorate of Home Guards and 

Civil Defence which are manned by technically trained persons responsible for the 
recruitment of volunteers, their training and coordination with the Police authorities 
during peace and non-pcace times. Incumbents of these posts have desired pay scales 
at par with police personnel. We arc unable to grant such parity, as educational 
qualifications as well as duties attached to these posts do not compare 
favourably with those of Delhi Police. However, under the scheme of Assured 
Career Progression, normal hierarchical scales may be extended to them as 
under 


POST 

ACP SCALES 

Junior Instructor 

Rs.l 400-2300/ 


Rs.l 640-2900 

Instructor(CD)/Jr.Instructor(HG)/ 

Rs.l 640-2900/ 

Junior Distt. Staff Officer 

Rs.2000-3500 

Distt. Staff Officer/ 

Rs.2000-3500/ 

Inspecting Officer/ 

Rs.2500-4000 

Sr. Instructor/ 


Company Commander 



HEALTH AND FAMILY WELFARE TRAINING CENTRES 


104.67 There are 5 posts of Health Extension Education Ofiiccr/Social 

Science Instructor and 4 posts of Extension Educator earn ing the respective pay 
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scales of Rs 1640-2900 and Rs. 1400-2300 in the Health and Family Welfare 
Training Centre of Government of NCT of Delhi. The minimum qualification 
prescribed for Health Extension Education OfTiccr/Social Science Instructor is MA 
(Social Science)'with five years' experience and for Extension Educator it is 
graduation with three years’ experience. Keeping in view the qualifications 
prescribed for these posts, >ve recommend the pay scale of 1600-2660 for 
Extension Educator and that of Rs.2000-3500 for the post of Health Extension 
Education Officer/Social Science Instructor. 


DEVELOPMENT DEPARTMENT 


104 68 There are 25 posts of Horticulture Assistant in the pay scale of 

Rs 1400-2300. We recommend that under the scheme of ACP, scales of 
Rs.1600-2660 and Rs.1640-2900 may be granted to the incumbents of this post. 


IRRIGATION AND FLOOD CONTROL DEPARTMENT 


104.69 Draughtsmen in the Irrigation and Flood Control Department are 

presently in the pay scale of Rs. 1200-2040. Elsewhere we have recommended that 
the scale of Rs 1200-2040 aivng with ACP scales of Rs. 1600-2660 and Rs. 1640- 
2900 may be extended to all Draughtsmen possessing a two-year diploma. These 
recommendations will also be applicable in this case. 


CENTRAL JAIL 


104.70 There arc five sanctioned posts of Technical staff in the Jail Factory 

as under:- 


1 Assistant Factory Superv isor 
2. Weaving Master 

3 Carpenter Master 

4 Tailor Master 
5. Mistry Fitter 


Rs. 1200-2040 
Rs. 950-1400 
Rs. 950-1400 
Rs. 950-1400 

Rs. 800-1150 


Barring Assistant Factory Supervisor, the minimum qualification 
prescribed for all these posts is middle pass with diploma in the relevant trade. In 
view of their duties we recommend for the posts of Weaving Master, Carpenter 
Master, Tailor Master and Mistry Fitter, the pay scale of Rs.950-1500. 
Simultaneously, the qualifications prescribed for recruitment to these posts 
may be revised to niatric along with ITI diploma. No change is recommended 
in the pay scale of Assistant Factory Supervisor. 
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SECRETARIAT 


104 71 Incumbents working as Dv. Director of Accounts and 

Trcasurics/Scnior Accounts Officer in the scale of Rs.2000-3500 have demanded 
higher pay scales at par with similar posts in the Indian Audit and Accounts 
Department. We note that these posts arc filled by promotion of such Accounts 
Officer Gradc-l in the scale of Rs 2000-3200 who have passed the higher accounts 
test and rendered 3 years service in the grade. The post of Accounts Officer Grade-1 
is filled bv promotion of Superintendents Gr.l in the scale of Rs. 1640-2900 who have 
passed higher accounts test and rendered 3 years' service in the grade. Presently, in 
the organised accounts departments, personnel who have qualified the SAS or 
equivalent examination with 5 years' service in the scale of Rs. 1640-2900 arc eligible 
for promotion to the scale of Rs.2000-3200 and thereafter to the scale of Rs.2375- 
3500 after 3 years service in the scale of Rs.2000-3200. We understand that the test 
prescribed in Pondicherry is equivalent to the SAS Examination and is conducted by 
the Accountant General, Tamil Nadu. Accordingly, on the analogy of the promotion 
avenues available in the organised accounts departments, we recommend that the 
pay scale of Dy. Director of Accounts and Treasuries/Senior Accounts Officer 
may be equated to that of Accounts Officer in the organised Accounts cadre. 

104 72 Presently, Pondicherry Secretariat includes 187 posts of 

Superintendent Grade II in the pay scale of Rs. 1600-2660 and 86 posts of 
Superintendent Grade I in the pay scale of Rs. 1640-2900. We have received 
demands seeking the merger of these two posts. Superintendents Grade II with 2 
years of regular service in the grade arc eligible for promotion as Superintendents 
Grade 1 who, in turn, are eligible for promotion to PCS. As one of these two posts 
is a promotion post for the other, these cannot be merged. However, pay scale of 
Assistants has been proposed to be revised to Rs. 1600-2660. Simultaneously, 
upgradation of entry grade for PCS has separately been enunciated. Accordingly we 
recommend that the post of Suptd. Gr.II may be upgraded to the scale of 
Rs. 1640-2900 and that of Suptd Gr.l to the scale of Rs.2000-3500. 


COOPERATIVE DEPARTMENT 


104.73 The Cooperative Department of Pondicherry has 11 posts of 

Cooperative Officers in the pay scale of Rs. 1400-2600. This pay scale w'lll be 
automatically merged with that of Rs. 1600-2660, which in our view is appropriate 
for this post We also note that the number of officers presently occupying tins post 
is much more than the number of posts sanctioned. It is apparent that a cadre review 
of the department has not been carried out and posts have been created in an ad hoc 
manner to cope with the increased workload Accordingly, we recommend that a 
cadre review of this department may be carried out at the earliest. We also 
recommend that the designation of the posts of Senior Inspector and Junior 
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Inspector in this department may be changed to Inspector and Sub-Inspector 
respectively. 


DEPARTMENT OF SURVEY AND LAND RECORDS 


104.74 . Presently, the Department of Survey and Land Records has posts of 
Sub Inspectors and Inspectors in the respective pay scales of Rs 1400-2300 and 
Rs 1640-2900. The minimum qualification prescribed for the post of Sub-Inspectors 
is graduation. Keeping in view the qualification prescribed we recommend that 
the post of Sub-Inspector may be placed in the scale of Rs.1600-2660. Presently 
Inspectors of this department are at par with Tehsildars in the pay scale of Rs. 1640- 
2900. We have separately upgraded the post of Tehsildars to the scale of Rs .2000- 
3500. In order to maintain parity between these posts we recommend that the 
pay scale of Inspectors (Survey and Land Records) may be raised to Rs.2000- 
3500. 

104.75 In the Agriculture Department of Pondicherry, 71 posts of 
Agriculture Officer exist in the pay scale of Rs. 1400-2300. The posts are filled 80% 
by direct recruitment and 20% by promotion of Compost Development Inspectors 
who are in the scale of Rs. 1320-2040. The next promotion post for Agriculture 
Officer is that of Deputy Director in the pay scale of Rs.2000-3500. The present 
hierarchial pattern is not appropriate and accordingly we recommend that the pay 
scale of the post of Agriculture Officer be upgraded to Rs. 1640-2900. 


DEPARTMENT OF HEALTH 


104.76 Presently, there are 11 posts of different workmen like Fitter, 
Carpenter, Instrument Mechanic, Blacksmith, Plumber, Welder, Wireman (pay scale: 
Rs.950-1500), Painter (pay scale: Rs. 775-1025) and Workshop Attendant (pay scale: 
Rs.750-940) in the Hospital Equipment Workshop. The minimum qualification 
prescribed for all the posts in the pay scale of Rs.950-1500 is a certificate from ITI 
or any other recognised institute. The pay scale of Rs.950-1500 is therefore^ 
appropriate for these posts. However, no promotion avenues arc presently 
available to those posts. Accordingly we recommend that under ACP, the scales 
of Rs.1320-2040 and Rs.1400-2300 may be extended to these posts. For posts 
of Painters and Workshop Attendant, only experience has been prescribed. While 
we do not recommend any change in the present pay scale of Workshop 
Attendant, under ACP, the scales of Rs.775-1025 and Rs.800-1150 may be 
extended to this post. The job of Painter being more specialised, we 
recommend the scale of Rs.800-1150 along with ACP scales of Rs.900-1150 and 
Rs.1200-1800. 

104.77 Presently, there are 12 posts of Insect Collectors in the pay scale of 
Rs.800-1150. The minimum qualification for direct recruitment is matriculation or 
its equivalent. Insect Collectors with 8 years' service are eligible for promotion to the 
postofFilaria Inspector in the pay scale of Rs 1200-2040. The post bearing similar 
designation in N1CD is in the scale of Rs.950-1400, where minimum qualification 
prescribed is Higher Secondary with Science. Identical post of Insect Collector in 
other UTs like Andaman and Nicobar Islands is in the scale of Rs.950-1400. Thus 
the Insect Collectors of Pondicherry arc placed in a lower pay scale vis-a-vis their 
colleagues in other places. Accordingly wc recommend that Insect Collectors of 
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Pondicherry may be placed in the pay scale of Rs.950-1500. Simultaneously the 
minimum qualification for thi.-, post may also be raised to 10+2 pass with 
science. 


ELECTRICITY DEPARTMENT 


104.78 Employees working in the Electricity Department of Pondicherry arc 

involved in distribution and transmission of electricity along with necessary' 
maintenance work. Their present pay scales arc similar to those in CPWD. The 
employees have demanded higher pay scales oat par with Delhi Electricity Supply- 
Undertaking (DESU) or Tamil Nadu Electricity Board. While it is true that the 
nature of their u'ork is commercial quite like the w'ork being performed by 
DESU/Tamil Nadu Electricity Board, comparable pay scales can only be given if the 
status of this department is made similar to that of DESU and other State Electricity 
Boards. Wc therefore advise the UT Administration to examine the economics 
of converting the Electricity Department of Pondicherry into a dcpartmcntally 
managed commercial undcrtaking/Board on the lines of DESU. Till such an 
exercise is completed, only replacement pay scales arc recommended for 
various posts in the Electricity Department of Pondicherry. 


POLICE DEPARTMENT 


104 79 Presently, Police Constable (Wireless) and Head Constable 

(Wireless) in Pondicherry arc in receipt of Rs.20 and Rs.40 respectively as 
proficiency pay. Wc recommend that the amount of proficiency pay may be 
doubled to Rs.40 for Constable (Wireless) and Rs.80 for Head Constable 
(Wireless). Simultaneously, proficiency pay may be reclassified as proficiency 
allowance. 


MISCELLANEOUS 


104.80 Our recommendations for the organised group B services in different 
union territories have been given elsewhere in the report. Accordingly, the same are 
not reflected in this chapter. Delhi Police, which functions under the control of 
Ministry of Home Affairs, has been dealt with in the relevant chapter. 

104.81 Other posts in the union territories have standard scales of pay. The 
corresponding replacement pay scales recommended by us will apply to them. 
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105 


damfietttettiatt ion- "Piece 1R,ote 


Definition 
and historical 
background 


INTRODUCTION 


105.1 Dearness Allowance (DA) is a compensatory payment to the 

employees for the erosion in the real value of their salaries, resulting from price 
increase The institution of DA came into existence during the Second World War. 
It started in the form of grain compensation allow ance and w as paid only to the low 
paid employees of the Central Government, originally at rates sanctioned by 
Provincial Governments for their employees. Subsequently in 1942 the grain 
allowance was replaced by DA which now came to be paid uniformly in all States 
on an all-India basis. 


/ lews of the 
Previous Pay 
('ommisstons. 


105 2 Since 1947, the DA formula has undergone several modi fications 

on account of each of the earlier Pay Commissions suggesting their own 
methodology for deciding the quantum as well as the frequency of payment of this 
allowance. While the First and Second CPC's suggested payment of DA at flat 
rates for employees in different pay scales for different levels of Consumer Price 
Index (CPI), the 3rd and 4th CPC's while linking DA to both the CPI and pay 
scales, recommended DA as a percentage of the basic pay While DA was made 
payable automatically by the first CPC once a specific level of Consumer Price 
Index was attained, the 2nd CPC did not favour automatic sliding scale adjustments 
and recommended that the Government should review the position and consider the 
ease for an increase in DA, each time the index increased by 10 points. This they 
felt was necessary as allowing an automatic increase, each time prices rise, without 
going into the reasons for price rise, would tend to fuel inflation because of a wage- 
price spiral. Price increase, fuelled by a fall in production levels or due to hike in 
indirect taxes should not merit compensation The absence of a precise scheme of 
DA revision, however, resulted in a situation where two high-powered bodies had 
to be appointed in the intervening period between the 2nd and the 3rd CPC for the 
payment of DA because of the continuing upward trend of prices As a result, the 
3rd CPC partially reversed the recommendations of the 2nd CPC by making DA 
payment automatic each time the CPI rose by 8 points over the index of 200, up to 
the level of 272. DA until the 2nd CPC had been imagined to be a temporary 
expedient and was intended to deal with the phenomenon of a temporary- rise in 
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The existing 
Dearness 
Allowance 
formula 


prices It was precisely for these reasons that the pay structure then had to have 
three separate components: basic pay. dearness pay and dearness allowance While 
basic and dearness pay represented the irreversible components. DA represented 
live component which could be reversed in the case of a price tall Thus only a part 
of DA was converted into dearness pay after finding out the level below which cost 
of living was not likely to fall. Subsequently however, even though price rise came 
to he observed as a permanent phenomenon, a part of dearness allowance was 
declared as dearness pay on several occasions, but for different reasons, more 
particularly for providing relief in the matter of dcath-cum-rctircmcnt benefits to 
retiring employees. The Fourth CPC changed the DA formula given by the 3rd 
CPC. from a point basis' to a percentage basis'. This change was merely 
cosmetic More significantly, the Fourth CPC improved the percentage 
neutralization at higher levels. DA was also made admissible twice a year to them. 
This was a significant improvement, as the earlier practice of releasing DA each 
time the index rose by 8 points had resulted in a situation where as many as 9 
instalments of DA had to be released in 1974-75. The principle of declining 
percentage neutralisation at the higher levels was however the only common thread 
between the previous Pay Commissions and was adhered to by them for reasons of 
’vertical equity* 


EXISTING POSITION 


105.3 The existing formula for grant of DA to Central Government 

employees is based on the recommendations of the Fourth CPC. At present DA is 
admissible twice a year as on 1st January and 1st July and is payable with the 
salary for March and September respectively in the same year. Each instalment of 
DA is calculated with reference to the percentage increase in the 12 monthly 
average of AICP1 (base I960) over the average index of 608, which is the base for 
the existing scales of pay as recommended by the Fourth CPC. This percentage 
increase is taken in whole numbers only. 

Thus, the formula for calculating DA is> 

12 Monthly Average - 608 
of A1CPI 

. X 100= The percentage 

608 increase in prices 


The extent of neutralization admissible to employees against the percentage 
increase 'in prices for different pay ranges is as follows > 

Pav Range (Basic Pay) Extent of Neutralization 


i) Pay upto Rs.3500/- p m. 

100% 

u) Pay above Rs.3500/- p in. 

75% Subject to a 

and upto Rs.6000/-p.m 

minimum of the 


maximum available at (i) above 
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iii)Pay above Rs 6000/- p nv 


Helen: .Vt” of 
I M instalment* 
since I I S6 


Yearly 

expenditure on 
l )earness 
Allowance for 
civilian 
employees 


(Comparative 
position in 
States . Public 
Sector and 
( outlines 
abroad. 


Demands made 
in 


65% Subject to a minimum of the maximum 
available in ( 11 ) above 

105.4 The revised pay scales based on the recommendations of the 
Fourth CPC were made effective from l.l. 10X6 Since then. 20 instalments of 
•harness Allowance have been released till 11 10%, as shown in Annexe 105.1 
These instalments have been paid in cash to all Central Govt, employees, except 
lor five instalments of DA from 1.7 1000 to 17 1002 which were credited to the 
Provident Fund Accounts of Central Govt, employees drawing pay above 
Rs 3500/- p.m. 

105.5 The yearly expenditure on Dearness Allowance in the case of 
Central Govt employees beginning from I0X7-X8 is given below The tentative 
estimate of expenditure on Dearness Allowance in 1005-06 is of the order of 
Rs.8154 08 crorcs. 


Year 


Rs. Crorcs 


1087-88 

1988-80 

1080-00 

1090- 01 

1091- 92 
1992-93 
1093-94 

1994- 95 (Est.) 

1995- 96 (Est.) 


602 31 
1186.00 

1806.14 
2300.75 

3242.14 
4761.78 
5908.24 
6834.70 
8154.08 


105.6 Wc observe that Dearness Allowance is paid to State Government 

employees as well as to Public Sector employees as a distinct component of the pay 
packet. The Dearness Allowance formula followed in the State Governments is 
designed after the Central Governments Dearness Allowance formula and is quite 
similar, except for the year and the index upto which pay scales have been 
neutralised In the Public Sector, on the other hand. Dearness Allowance was 
linked originally only to the increase in the Consumer Price Index and not to pay. 
but this has been changed recently and DA in PSEs has now- been made similar to 
the Central Government DA formula except lor some minor differences (Sec 
Chapter on Comparisons with the Public Sector). The practice being followed by 
the Government and the public sector in India runs contrary to the international 
experience and the practice in the Private Sector, where Cost of Living Adjustment 
(COLA) has been done away with, cither partially or completely In the private 
sector, inflation neutralization, if paid, docs not constitute a distinct component of 
the pay structure and is implicitly taken into account at the time of pay fixation. 
In countries abroad, on the other hand, this scheme has been totally abolished 
France discontinued its quarterly adjustment of public salaries for inflation in the 
80's. Greece has abandoned automatic indexation, w hile termination of Automatic 
indexation of police staff in UK is on the cards. In general, countries which have 
abolished automatic indexation have done this on the assumption that this tends to 
fuel inflation 


105 7 Wc have received several demands on Dearness Allowance These 

range from uniform neutralization at all levels, to an alternative Consumer Price 
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the'Memoranda. 


Index and the use of a monthly, 3-monthly or 6-monthly average instead ol a 12- 
monthly average of the CPI. The merger of DA with basic pay when it comes to 
be 25% of the basic pav and the exemption of DA from tax arc some other 
demands 


OUR RECOMMENDATIONS 


l In ifonn 
neutralisation 
a 100% at all 
levels 


105.8 It has been strongly urged that a uniform neutralization of DA r d\ 

100% should be given to employees at all levels. We see merit in this demand 
The erosion in the real value of salary at the highest level, has been the most severe, 
beginning from 1949 followed by other Group A officers down the line ( sec 
Annexe 105.2). In contrast, a comparison of the index of real earnings for the peon 
between 1949 and 1996 shows that the peon was more than fully neutralized for 
inflation and was in real terms paid 53% more than his salary in 1949. The 
Secretary on the other hand was not even paid full neutralization for inflation 
and consequently his real salary has eroded to the extent of 72% as compared 
to the position in 1949. The erosion was a consequence of a deliberate policy 
falbi^CforBHowgaaKm Hf^othon3Bd|akmcriqfr^ of the 

higher bureaucracy was an essential ingredient of a socialistic pattern of society. 
A distortion is also observed in the internal relativities because of this formula. 
While the Fourth CPC had made recommendations which had resulted in a pre-tax 
maximum minimum disparity ratio of 10.7 in 1986, this ratio had slipped to a level 
of 8.58 in 1995 and to 8.43 in 1996. This was primarily an account of the 
Dearness Allowance formula which prescribes differential rates of neutralization. 
It does not require extraordinary intelligence to perceive that minimum-maximum 
ratios fixed by a Pay Commission should have some sanctity and stability. Once 
an ideal ratio is arrived at, it cannot be allowed to become a plaything in the hands 
of an erratic CPI. With the lifting of the ceilings in the private sector and salaries 
in the public sector getting linked to productivity, the external relativities have got 
totally unbalanced. The government is unable to pay comparable salaries at the 
higher levels to its officers inspitc of the enormity of their tasks and higher levels 
of responsibilities. Inflation neutralization on a graduated scale in the present 
circumstances will be anachronistic and unduly unjust to the senior officers 
At this juncture, the Government's conscious intervention in removal of the unjust 
practice of differential neutralisation of DA is a must. Accordingly we, 
recommend that inflation neutralization be made uniform @ 100% at all 
levels* 


AlCPKim to 
continue for 
Dearness 
Allowance 
purposes. 


105.9 At present, the All-India Consumer Price Index for Industrial 

Workers (AICPI (IW)J with 1960 as the base is used for the purpose of calculating 
the Dearness Allowance. It has been represented that this index has lost its 
relevance as the true representative of the basket of goods and services for middle 
and higher income groups. We have examined this issue in detail. We observ e that 
AICPI(IW) represents the consumption pattern of Industrial Workers who arc 
defined as manual employees working under the Indian Factories Act, Mines Act 
etc. Thus, AICPI(IW) can at best be taken to be representative of some categories 
of Group B, C and D employees within Government and cannot definitely be taken 
to be representative of the consumption pattern of rest of the employees in general 
and Group A employees in particular. The Fourth CPC had recommended the 
formulation of a suitable index based on the consumption pattern of "Government 
Employees" as a solution We however, feel that such a suggestion*only amounts 
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The 12 monthly 
average of 

AICPKIirj to 
continue for 
Dearness 
Allowance 
purposes 


A utoma tic- 
con vers ion of 
Dearness 
AI Iowan ce to 
Dearness pay 
when the index 
increases hv 
50 %. 


to wishing away the problem, as it is an established fact that consumption pattern 
of individuals vary among other reasons because of differences in income The 
consumption patterns of Group A, B, C and D employees within Government arc 
thus bound to be different due to different income levels and hence a suitable index 
based on the consumption pattern for Government employees as recommended bv 
the 4th CPC is likely to suffer from the same set of problems as the AlCPl(lW) 
suffers from The option of employing separate indices for each category of 
employee docs exist but is devoid of merit because of the sheer impracticably of 
the task as well as the needless suspicion such an arrangement is likely to arouse 
between the various groups We therefore, recommend that AlCPl(IW) may 
continue to be the Index that may be used for calculating Dearness Allowance 
for Government employees. The AICPI(IW) series with base 1982 may 
however be used henceforth for the purposes of calculating Dearness 
Allowance, as against the existing practice of using AlCPI(iW) series with 
1960 as the base. This is not likely to cause any difference to the calculations, 
as the 1960 series on being discontinued in 1988, is being generated from the 
1982 series by using a conversion factor of 4.93. 

105 10 The other demand pertains to the change in the case of 12-monthly 

average to a 6-monthly average. It has been represented that though the 
neutralization envisaged upto the level of pay of Rs.3500 is 100%, in reality this 
is not the case. This is because at any point of neutralization, actual consumer 
price index is much higher than the level at which DA is sanctioned. We agree that 
while the index is increasing, the average will always be less than the actual at any 
point. This however, will be the case whether the average is a 12-monthly average 
or a 6-monthly average. In fact, we observe that the percentage DA payable on the 
basis of the 6-monthly average is not much different than that payable on the basis 
of a 12-monthly average. Further, as the minimum period required for moderating 
the effect of seasonal fluctuations is 12 months, we propose that the existing 
practice of using the 12-monthly average of A1CPI for calculating Dearness 
Allowance may continue. 

105.11 The JCM in their memorandum have urged that when the 

consumer price index exceeds by 25% the index at which the pay is fixed, that 
proportion of pay should be treated as Dearness Pay (DP) for all purposes and the 
decision for this should not be left at the discretion of the Government. We 
observe that the conversion of dearness allow'ancc into pay, on attainment of certain 
critical limits, amounts to introducing automaticity in the revision of pay structure 
While such a change will do away w ith the institutional mechanism in existence at 
present for pay fixation, it will also preempt die powers to negotiate from the Govt 
and will commit them to a financial burden irrespective of the state of health of the 
economy As such, we arc not in favour of an automatic conversion of DA into DP 
The decision to convert should be taken by Government, in consultation with the 
representatives of the employees. At the same time, w e cannot help observing that 
the pay and salaries of the Central Govt, employees undergo revision only once in 
10 to 13 years, during which period the pay structure tends to get seriously 
disaligned. The revision of salaries in the public sector is twice or thrice as 
frequent, with revision taking place every' four to five years It has been correctly 
pointed out by the Associations of Government employees that non-icccipt of 
revised pay over 10-13 years results in considerable damage to the financial 
position of employees. Retiring employees have to bear the brunt of such a policy 
This also results in widening the chasm between the pay packets of analogous 
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categories in the Govt and the Public Sector Further, from the past trend of CPI 
given in Annexe I 18.1, it is observed that 50% increase in prices generally takes 
around 5 years to materialize. A mid-term quinquennial revision ol salaries of 
Government employees is not, therefore, something that Government should 
grudge In view of the above, we recommend that DA should be converted into 
Dearness Pay each time the CPI increases by 50% over the base index used 
by the last Pay Commission. Such DA should be termed as Dearness Pay and 
be counted for all purposes, including retirement benefits. 

105.12 Regarding the exemption of Dearness Allowance from tax, we 

propose that in line with our general recommendation on giving all 
allow ances net of income tax. Dearness Allowance (including Dearness Pay 
referred to in the last paragraph) should be paid net of tax. 

_..*** 
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DA iuslaluuMits released between Juno 86 and January 90 

Annexe - 105.1 

_ (See para 105 4) 

No Dale ~ Rales of DA ~~ 

_ Uplo Rs 3500 _ Rs.3501 -6000 _ Rs 0001 Above _ 

1 17 SO 4% 3% Min. of Rs 140 


1 1.87 X'M 


3 

1 7.X7 

13% 

4 

1.1 XX 

18% 

5 

1 7,XX 

23% 

0 

1.1.89 

29% 

7 

17 X9 

34% 

X 

1 1.90 

3X% 

9 

1 7 90 

43% 

10 

1 1.91 

51% 

1 1 

17 91 

00% 

12 

1 1.92 

71% 

13 

1.7.92 

83% 

14 

1 1 93 

92% 

15 

1.7.93 

97% 

10 

1 1.94 

104% 

17 

1 7 94 

1 14% 

IX 

1 1.95 

125% 

19 

1.7.95 

130% 

20 

1 1.90 

148% 


6% Min of Rs 2X0 
9% Mm ofRs.455 
1 3% Mm of Rs 030 
17% Mm of Rs X05 
22% Min of Rs 1015 
25% Mm of Rs 1190 
2S% Min of Rs 1330 
32% Min of Rs 1 505 
38% Mm of Rs 17X5 
45% Min of Rs 2100 
53% Mm of Rs.24X5 
62% Mm of Rs 2905 
09% Min of Rs 3220 
73% Mm of Rs 3395 
7X% Min of Rs 3040 
X5% Min of Rs 3990 
94% Min of Rs 4375 
102% Mm. of Rs 4700 
111% Min of Rs 51X0 


2% Mm. of Rs. 1X0 
5% Mm of Rs 300 
X% Min. of Rs 540 
1 1% Mm of Rs 7X0 
I 5% Mm of Rs 1020 
19% Mm ol'Rs 1320 
22% Min of Rs. 1500 
25% Mm ol'Rs 10X0 
2X% Mm. of Rs i 920 
33% Min of Rs 22X0 
39% Mm. of Rs 2700 
40% Mm of Rs 31X0 
54% Min ofRs 3720 
59% Min of Rs.4140 
03% Mm of Rs 43X0 
07% Min of Rs 40X0 
74% Mm. of Rs 5100 
Xl% Mm of Rs 5040 
X8% Min of Rs.0120 
90% Min of Rs 0000 
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1 IVJ^ 


(Emoluments in Ruoees oer month) 


Year 


As on 1st January 


1949 1957 19G0 1909 1973 1936 1938 1990 1992 1994 1995 1996 



2 . 

3. 

4. 

5. 

6 . 

7. 

a. 

9. 

10. 

11 , 

12. 

13. 

Peon 

(a) Emoluments 9 

65 

72.5 

60 

141 

1 96 

750 

585 

1035 

1283 

1530 

1638 

I860 

(b) Index of Emoluments 

100 

112 

123 


302 

1154 

13G2 

1592 

1973 

2354 

259G 

2862 

fc) Index of Real Earnings 

100 

100 

99 

103 

120 

153 

152 

153 

150 

152 

152 

153 

Lower Division Clerk 

(a) Emoluments 

100 

112.5 

120 

203 

260 

950 

1121 

1311 

1025 

1938 

2138 

2356 

(b) Index of Emoluments 

100 

112.5 

120 

208 

260 

950 

1121 

1311 

1625 

1936 

2138 

2356 

(c) Index of Real Earnings 

100 

101 

97 

99 

103 

126 

125 

126 

124 

125 

125 

126 

Assistant 

(a) Emoluments 

215 

222.5 

230 

35G 

425 

1640 

1935 

2263 

2804 

3346 

3690 

4067 

(b) Index of Emoluments 

100 

103 

- 107 

1 GG 

193 

763 

900 

1053 

1304 

1556 

1716 

1692 

(c) Index of Real Earnings 

100 

93 

86 

78 

79 

101 

101 

101 

99 

101 

101 

101 

Class I (Jr. scale) 

(a) Emoluments 

390 

390 

400 

5G0 

700 

2200 

2596 

3036 

3 7 62 

4433 

4950 

5456 

(0) Index of Emoluments 

100 

100 

103 

144 

179 

5G4 

666 

778 

965 

1151 

1269 

1399 

(c) Index of Real Earnings 

100 

90 

83 

G8 

71 

75 

74 

75 

74 

74 

74 

75 

Under Secretary 

(a) Emoluments 

685 

635 

7 0U 

8:o 

1200 

3000 

3540 

4 140 

5130 

6120 

6750 

7440 

(b) Index of Emoluments 

100 

100 

102 

120 

175 

4 33 

517 

. 604 

749 

5S3 

935 

1086 

(c) Index of Real Earnings 

100 

90 

32 

57 

70 

53 

53 

58 

57 

58 

58 

58 

Secretary 

(a) Emoluments 

3000 

3000 

3000 

3000 

3500 

6000 

8830 

10000 

11G80 

13360 

14460 

15680 

{b) Index of Emoluments 

100 

100 

100 

100 

117 

267 

296 

333 

369 

445 

453 

523 

(c) Index of Real Earnings 

100 

90 

81 

47 

46 

35 

33 

32 

30 

29 

28 

28 

Index of AICPI 15 

Base 1949=100 

100 

1 11 

124 

211 

252 

754 

895 

1039 

1311 

1546 

1704 

1374 

Hinimum/Ha * imum Ratio 

1:46.2 

1:41,4 

1:37.5 1 

: 21 , 3 

1:17.9 t 

: 10.7 

MO.O 1 

: 9.G6 

1: 9.11 

1 : 6. 73 1 

1: 8.56 1 

3.43 




Note: Cols. 

2 to G 

fI'pm earl ier Pay 

Commlssion 

reports 

and cols. 

7 to 11 




from Brochure on Pav and Allowances of Central Govt. Employees. 
Ministry of Finance. 

9 Emoluments include Pav+DA only but excludes other allowances. 

** Figures on AICFI pertains to the 12 monthly average for the calender 
year in cols. 2 to 6 and financial year for cols. 6 to 13. 
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Definition 


Previous Day 
( ommissions* 
( )bser\n turns 


Present position 


(fimfaettteitonty /iWowtutceb 


106 1 In this Chapter, we shall deal with different kinds of 

Compensatory Allowances in the following ordcr- 

a) City Compensatory Allowance 

b) Special Compensatory Allowance 

c) Project Allowance 

d) Training Allowance 

c) Risk Allowance 

0 Night Duty Allowance 

g) Telephone Attendant Allowance 

h) Entertainment Allowance 

i) Special Allowances and facilities for N E states & Sikkim. 


CITY COMPENSATORY ALLOWANCE 


106 2 City Compensatory' Allowance (CCA) is granted to Central 

Government employees to enable them to meet the high cost of living in certain 
specially costMcilics 

106.3 The First CPC had prescribed uniform rates of CCA and restricted 
the payment only to the "non gazetted" staff serving in costly cities like Bombay 
and Calcutta. They had also suggested a review of the conditions prevailing in 
other costly cities. Consequently, certain other cities as well as gazetted officers 
came to draw this allowance. The cities were also classified as A or B on the basis 
of population The Second CPC abolished the distinction between Gazetted and 
Non-Gazctted employees altogether and adopted the level of salary' and the class 
of city as the criteria for determining the quantum of CCA In 1963, the B* class 
cities were divided into categories B-1 and B-2. The allowance was a percentage 
of basic and dearness pay and varied between 10% for A' class cities and 5% in 
B-2 cities The Third CPC revised the rates of CCA which continued to be a 
percentage of basic pay vary ing between 6 5% and 3% 

106.4 The Fourth CPC recommended that CCA be paid to Central 
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Government employees in the various pay ranges at fixed rates as given below - 


Our 

rreommenihitums 


Population 
criterion to 
a mlmue jor the 
purpose of 

classification of 
rates 


Pay Range 
(Basic Pav) 

(Rs) 

Amount of CCA in Class of cities 
( Rs. per month) 

A 

B-l 

B-2 

750-050 

30 

25 

20 

050-1500 

45 

35 

20 

1500-2000 

75 

50 

20 

2000 and above 

100 

75 

20 


C ities lor this purpose were classified as follows - 
( lass A city : Population above 16 lakhs 

( lass B-l city : Population above X lakhs but not exceeding 16 lakhs 

Class B-2 city ; Population above 4 lakhs but not exceeding X lakhs 

The classification of cities for the grant of this allowance is done on the basis of 
population contained within the 'Urban Agglomeration” as defined by the Registrar 
General of India. 

106 5 It has been argued before us that there is no justification for the 

pa\mcnt of CCA in the presence of Dearness Allowance, HRA etc. and hence this 

allowance should be discontinued. We do not agree with this view. We observe 
that while the Consumer Price Index (CPI) varies from one place to the other, there 
is one uniform formula on the basis of which Dearness Allowance gets determined. 
Dearness Allowance thus docs not seek to provide compensation for the relative 
costliness of cities Secondly, the All India Consumer Price Index (Industrial 
Workers) |AICP1 (IW)j in use for the payment of Dearness Allowance docs not 
include sen ices like education, medical services, health etc., though housing, fuel 
and electricity arc included. While there do exist separate allowances to reimburse 
these services, none of these is fully reimbursed CCA is meant to partly 
compensate for the increased cost of these^services as well as to neutralize the 
relative differentials in the cost of these services in different cities. Thus CCA is 
paid as a correction factor for compensating the employees for the relative 
costliness of cities. We also observe that currently more than 50% of the 
Government population draws this allowance and has continued to do so for over 
forty years Withdrawing this allowance at this juncture may not. therefore, be 
justified We recommend the continuance of CCA. 

106.6 Views have been expressed that as CCA is granted to meet the 

high cost of living in certain specially costly cities, classification of cities for this 
purpose should be based on their relative costliness It has been observed that the 
existing classification of cities on the population criterion is defective in as much 
as it docs not actually reflect the exact costliness of a city It has also been argued 
that it would be more appropriate to link the payment of CCA to the difference 
between all India and regional price indices. However, this docs not appear to be 
feasible as cost of living indices aic not available for all places and towns 
Moreover, the All India Consumer Price Index and regional price indices arc not 
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The revised 

population hunts 
for classification 
of cities 


Payment of (X VI 
to be decided on 
case to case basis 
in the case of hill 
stations ; tourist 
and pilgrimage 
centres 


sirictU comparable since they use different weighting diagrams In fact, these 
indices arc designed to measure only the changes in price levels over time at a given 
place and cannot be used to compare the cost of living in different places. The si/e 
of population though not the most appropriate measure of expensiveness docs build 
up the level of aggregate demand and under certain situations could be taken to be 
a crude measure of relative cxpcnsivencss Therefore, we recommend that in the 
absence of a suitable alternative, population criterion should continue for the 
purpose of classification of cities. 

106.7 The stall'side of JCM in their representation have made a demand 

for the creation of yet another category of A-1 cities They have also pleaded that 
OCA be made a percentage of the basic pay. We observe that the population limits 
used to define the cities have remained unchanged for the last 30 years Hvcn the 
rationale underlying the existing limits could not be ascertained. This classification 
may have been relevant 30 years ago. Meanwhile, many cities have, due to natural 
population growth and immigration, grown in size and graduated to the next higher 
status. This has consequently disturbed the original relativities between cities Wc 
also observe that the classification of cities and towns adopted by the National 
Commission on Urbanisation is as follows - 


Class 

Ranuc of Population 

C-l 

1 Lakh to 5 Lakh 

C-2 

5 Lakh to 10 lakh 

C-3 

10 lakh to 20 Lakh 

C-4 

20 lakh to 50 lakh 

C-5 

50 lakh to 100 lakh 

C-6 

100 lakh and above 


Taking into account all the above factors we propose to create an additional 
category of A1 cities and revise the population limits for classification of cities 
as follows:- 


A-! Class city 


Population above 50 lakhs 


A Class city 


Population above 20 lakhs but less than or 
equal to 50 lakhs 


B-I Class city 


Population above 10 lakhs but less than or 
equal to 20 lakhs 


B-2 Class city 


Population above 5 lakhs but less than or 
equal to 10 lakhs. 


106 8 Wc observe that the true size of population at hill stations, tourist 

and pilgrimage centres is not captured by the census data as there is a large floating 
population at these places. These places, even though expensive, do not qualify for 
CCA There arc also some rural areas which due to inaccessibility of the region 
witness a high cost of living. This category also docs not get covered by the 
population criterion A general recommendation giving, say. B-2 classification to 
all hill stations, pilgrimage centres and airal areas is likely to make a large segment 
eligible for this allowance which may not be affordable We therefore, 
recommend that the Government may decide on the admissibility of this 
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!()(><) It has been represented that CCA should be paid at the rates 

sanctioned bv the respective State Government*for then own employees. We arc 
of the view that CCA in different regions should not be regulated in 
accordance with the rules and practices of the State Governments for several 
reasons. One, there may be differences in the CCA formulae and the pay scales 
available in different states. In such a situation, CCA available to the Government 
employee will vary not because of the relative expensiveness of the city but for 
extraneous reasons Secondly, CCA m the states is obviously in relation to the 
average cost of living with in the slate itself, while CCA to Central Government 
employees is paid because of the relative cxpcnstvcncss of cities across the country 
Lasllv. there arc Central Government employees posted m certain administrative 
/ones or regions which span two or more slates. 

106 i 0 We also do not support the demand for making CCA a percentage 

of the basic pav because this amounts to admitting a firm and causal relationship 
between CCA and income. CCA is essentially an allowance given to offset the 
imperfections in Dearness Allowance as a measure ol relative expensivcncss o( 
cities We, therefore, recommend that CCA be made payable as a lumpsum 
in the following manner:- 


(Amount in Rs.) 


Basic pay (Rs.) 

(Pre - revised) 

A-l 

A 

B-l 

B-2 

750-1000 

90 

65 

45 

25 

1001-1500 

125 

95 

65 

35 

1501-2000 

200 

150 

100 

65 

2001 and above 

300 

240 

180 

120 


SPECIAL COMPENSATORY ALLOWANCE 


10611 Special Compensatory Allowances are granted to Central 

Government employees .for the exceptionally difficult local conditions in various 
places. The nomenclature of Special Compensatory Allowance was specifically 
given by the Fourth CPC which preferred to club local allowances earlier given in 
the form of Border Area Allowance. Remote Locality Allowance. Difficult Area 
Allowance and Disturbed Area Allowance under this head Prior to the Fourth 
CPC 's recommendations, compensation for difficult local conditions was given 
under different names 

106 12 The First CPC had recommended the payment of a local allowance 

to compensate for the hardship faced by non-gazetted staff in certain difficult or 
remote areas declared as non-familv stations The rates ranged between Rs.5 and 
Rs 40 and did not exceed 30% of the basic pay The Second C PC did not 
recommend any change in the amount for this allowance The Third CPC 
continued to give remote locality allowance, difficult terrain allowance, disturbed 
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106.13 The Fourth CPC subsumed Border Area Allowance. Remote 

Locality Allowance, Difficult Area Allowance and Disturbed Area Allowance 
under the head Special Compensatory Allowance These allowances arc now 
payable as SCA (Remote Area Allowance), SC A (Disturbed Area Allowance) etc 
as the ease may be at the following flat rates - 


Rates of Special Compensatory Allowance per month (Rs.) for 
Pay+DA+NPA+SI 


SI Areas 


oi nttU3 

Basic 

pay 

below 

Rs.950 

Basic 

pay 

Rs.950 

-1499 

Basic 

pay 

Rs. 1500 
-1999 

Basic 

pay 

Rs.2000 

-2999 

Basic 

pay 

Rs.3000 
& above 

1 Part A 
(See 

Annexure) 

150 

250 

350 

500 

650 

2 Part B 
(See 

Annexure) 

125 

200 

275 

400 

525 

3 Part C 
(See 

Annexure) 

75 

150 

225 

300 

375 

4. Part D 
(See 

Annexure) 

20 

40 

60 

80 

100 


The Fourth CPC also recommended that the grouping of these allowances as well 
as the need for their continuance should be periodically reviewed 

106.14 We have received sev eral demands regarding SCA Some of these 

arc as follows: 

i) Suitable criteria for measuring hardship/ difficulty should be 
evolved The present system of following the State Governments’ 
classification for eligibility for the purpose of SCA should be 
done away with, as it is not fair 

li) The Composite Hill Compensatory Allowance, Bad Climate 
Allowance and Tribal Area Allowance should also be subsumed 
under SCA as the purpose of these allowances is also to 
compensate hardship 
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106 15 Wc observe that the present practice of following the State 

Governments, classification for Remote Area, Difficult Area etc , has led to several 
disputes in the JCM Some Stales have either merged these allowances with pay 
or changed the nomenclature. In such eases the allowance has been stopped lor the 
Central government officers, which docs not appear very lair. T here appears to be 
a need for a more clear-cut definition by the Centre ol dillicult 
condiltons/condilions of hardship and the terms remoteness, disturbed area, bad 
climate etc . which all contribute to this difficulty or hardship need to be defined 
more rigorously Ideally what is warranted is a composite index of 
difficultv/hardship on the lines of a composite index ol backwardness used tor 
allocation of funds among states. The composite index of difficulty/hardship 
should differentiate between the degree of difficully/hardship faced by an 
individual and the amount pa\ able should bear a relation to it. Unfortunately we 
have the constraint of time and are compelled to suggest that the Government 
should go into this, by appointing a Committee of officers to prepare a 
detailed scheme for the evolution of a Composite Index of Difficulty/Hardness 
of an area. There also appears to be no logical explanation ior not subsuming Hill 
Compensatory Allowance. Bad Climate Allowance as well as the Tribal Area 
Allowance under SCA. as these allowances are also paid to compensate for the 
hardship or difficulty experienced by an individual Pending the decision of the 
Government regarding the formulation of a composite index of difficulty/hardship, 
we recommend the following:- 

a) The Composite Hill Compensatory Allowance, Bad Climate 
Allowance as well as Tribal Area Allowance be also 
subsumed under the head of Special Compensatory 
Allowance. 

b) The following rates of Special Compensatory Allowance are 
recommended:- 


Rate per month in Rupees for PAY+NPA+SI 
Areas 750- 1001- 1501- 2001- 3000 

listed 1000 1500 2000 3000 &above 

(See 

annexe) _ 


PART A 

300 

500 

700 

1000 

1300 

PART B 

250 

400 

550 

800 

1050 

PART C 

150 

300 

450 

600 

750 

PART D 

40 

80 

120 

160 

200 


c) Special Compensatory Allowance (Remote Locality/ Border 
Area/ Difficult Arca/Disturbcd Area) would be payable at the 
rates indicated in the table depending on the classification of 
an area in part A/Part B/Part C/Part D categories. 

d) Special Compensatory Allowance (Hill Areas) would be 
payable as under:- 
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Places at an altitude of above 1000 metres and below 1500 
metres would be compensated at the rate admissible for Part D in 
the table 

Places situated at an altitude of above 1500 metres but below 
2000 metres would be compensated at the rate admissible for Part 
C in the table 

Places situated at an altitude of above 2000 metres but below 
2500 metres would be compensated at the rale admissible for Part 
B in the table. 

Places situated at an altitude of above 2500 metres would be 
compensated at the rale admissible for Part A in the table. 

c) Special compensatory Allowance (Tribal Area/Schcduled 
Area/ Agency Area) would be payable at the rate admissible 
for Part B in the table. 

0 Special Compensatory Allowance (Bad Climate) would be 
payable at the rate admissible for Part D in the table. 

g) If more than one of the above allowances become admissible at 
a place, then the Central Government employee will have the 
option to choose the allowance w'hich benefits him the most 
Also City Compensatory Allowance will not be admissible to 
persons drawing SCA. 


PROJECT ALLOWANCE 


106.16 Project Allowance is a special kind of allowance. It is granted to 
Central Government employees working on major Projects cither funded by Central 
Government or Autonomous Bodies/ Corporations in undevclopcd/under- 
dcvclopcd areas to compensate them for lack of basic civic amenities such as 
housing, school, hospital, transport etc. The allowance is withdrawn in a phased 
manner as and when these amenities become available at or near the project site. 

106.17 The Fourth CPC did not recommend any change in the existing 
guidelines regulating grant of project allowance and revised the rates as undcr - 


Pay Range 

Rates of Project Allowance (p m ) (in Rs.) 

Basic Pay below Rs.950 

75 

Basic Pay of Rs.950 - Rs. 1499 

150 

Basic Pay of Rs. 1500 - Rs. 1999 

225 

Basic Pay of Rs'2000 - Rs.2999 

300 

Basic Pay of Rs 3000 and above 

375 
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106.1X We recommend the fallowing rates of Project Allowance - 


Basic Pay Range 
( revised ) 

Rates of Project Allowance 
per month in (Rs ) 

Below Rs.3()00 

150 

Rs 3000 - Rs 4499 

300 

Rs 4500 - Rs 5999 

450 

Rs 6000 - Rs.8999 

600 

Rs 9000 and above 

750 


TRAINING ALLOWANCE 


106 19 To give an impetus to quality of training imparted to its 

employees, the Government of India instituted a Training Allowance in 19X6 
Training Allowance was given to all non-permanent faculty members, joining 
training institutions on deputation at the rate of 30% of their total emoluments 
Guidelines were issued simultaneously for extending other facilities like preference 
in promotion and posting, LTC twice a year to children, housing etc Initially the 
scheme was introduced in the training institutions meant for Group ‘ A' officers and 
later extended to other training institutes for Central Government employees as 
well 

106 20 Consequent upon the revision of the pay scales on the 

recommendations of die Fourth CPC. the scheme was rv\ iewed and this allowance 
was reduced from 30% of the total emoluments to 30% of the basic pay In the 
context of resource crunch in 1991-92, the training allowance was again reviewed 
and its utility in attracting the talented people was discussed. While it was agreed 
that incentive in the form of Training Allowance was necessary, the rate was 
reduced from 30% to 15% of basic pay w.c.f. 9.7.92. 

106 2 J Wc observe that the arguments for improving training arc as 

relevant today as they were earlier. Training institutions should be manned by 
capable persons drawn from, both government as well as educational institutions 
To encourage such a trend and to ensure that the probationers are imparted the best 
possible training, we recommend the following: - 

0 Training Allowance should continue to be paid (2) y 15% of the 
basic pay. This allowance should henceforth be made 
admissible to all faculty members in all the training institutes 
including trainers on deputation from Universities and other 
academic institutions as well as trainers permanently employed in 
the training institutes This allowance should be paid in 
addition to all the other allowances like the deputation duty 
allowance etc. which will continue to be drawn by the trainers 
taken on deputation 

n) As far as possible, training institutions for Central Government 
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employees should be manned by people drawn from the relevant 
disciplines within government and educational institutions on 
deputation. Most of the posts in the various training institutes 
which have been cncadred in a particular service should therefore 
bcdc-cadrcd and selection made from a wider pool of eligible 
incumbents. 

ui) The concept of a visiting faculty should be encouraged to tap 
the services of those eminent people who arc otherwise unable to 
stay for long periods in the institutes. 


RISK ALLOWANCE 


106.22 Risk allowance is granted at different rates to certain categories 
of Central government employees whose normal duties involve special risks. 

106.23 The Second CPC recommended that certain unskilled staff 
employed in the Ministry of Defence and Railways, whose work was exceptionally 
heavy or whose normal duties involved special risk such as those of chemical 
process workers or those who handled explosives should be given a special pay of 
Rs 3 p m This allowance was also extended to sweepers working in underground 
sewers and in infectious hospitals. The Third CPC recommended grant of special 
pay at the rate of Rs. 10 p.m to all categories of staff in receipt of Risk Allowance. 
A special pay of Rs. 10 was given to certain semi-skilled operatives working in the 
boiler house or in cold storage plants under the Delhi Milk Scheme It was also felt 
that except in the case of unskilled categories, for whom special pay had already 
been recommended, it was not necessary to grant hazardous allowance to most of 
the other categories of staff. These categories were recruited primarily for the jobs 
which they manned and in such eases the proper course would be to lake into 
account the element of hazard while fixing their scales of pay. The Third CPC 
recommended the appointment of a Committee to examine the feasibility of 
rationalising grant of such an allow ance to various categories engaged in the w ork 
of a hazardous nature In pursuance of the recommendation of the Third CPC. 
Government appointed a Committee to examine this issue. The Committee 
recommended the classification of the beneficiaries of Risk Allowance into four 
categories, namely. Semi-skilled workers, Skilled workers, Supervisors and certain 
Gazetted and non-ga/etted officers in the Ordnance factories. The rates ranged 
from Rs 15 to Rs 100 per month The Fourth CPC recommended that the need and 
adequacy for the grant of risk allowance to different categories of employees should 
be examined by a Committee appointed by the Government. In the meantime, the 
Commission recommended a 100% increase in the existing rates 

106.24 At present risk allowance is paid to all those engaged in duties 
involving greater hazards or whose health is liable to be adversely affected 
progressively over a long period of time because of the particular avocation 
Swccpcrs/Safaiwalas engaged in cleaning of underground drains, sew er lines, those 
working in trenching grounds and infectious diseases hospitals are also paid risk 
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allowance Risk Allowance is payable at the following rates for each category of 
employees - 


a) 

Unskilled workers 

Rs 20 p.m 

b) 

Semi-skilled workers 

Rs 30 p m 

0 

Skilled workers 

Rs 40 p m 

d) 

Supervisors 

Rs 50 p m 

c) 

Gazetted Officers 
engaged in Nitro Glycerine. 

Rs. 150 p in. 

0 

Non-Gazetted officers 
engaged in Nitro Glycerine. 

Rs 90 p m 

g) 

Danger Building Officers 

Rs.20() p.m. 


106.25 We have received a large number of demands pertaining to risk 
allowance Most of these demands pertain to the extension of this allowance to the 
categories in question. Over 35 categories of employees working in different 
Ministrics/Dcpartmcnts/Organisations have requested for inclusion These arc the 
non-medical scientists (Group B’ Gazetted) serving in Food Research and 
Standardisation Laboratory; Veterinarians; Jr Engineers working in the factories 
manufacturing telecom equipment; Inspecting Officers of Director General Mines 
Safety; Executive cadre and employees oflntclligcncc Bureau; Paramedical staff 
of Ordnance Factory; Lady Health visitors/Auxiliary Nurses/Midwives working 
with TB patients; Jr.Enginccrs and Assistant Engineers of PWD, Pondicherry ; 
Railway Cashiers, Dressers in Railways; Surveyor Officers working in DMC, 
MEC, Computer etc. of Survey of India; Pharmacists, Medical Officers and Junior 
Works Manager of Indian Ordnance Factory; Electricians, Wiremen, Laboratory 
Technicians in Ordnance Factories; Gang Staff, Yard Shunting Staff and Break 
Down Special Staff of the Railways; Physio Therapists; all employees of National 
Zoo; Biological Assistants under Ministry of Environment and Forests; Personnel 
of the Fire Branch of Railway Protection force; Cameramen in Doordarshan; 
Chowkidars; officers of the Central Industrial Force; Jail Wardens in Pondicherry; 
DRDO employees dealing with Nuclear Machines, RDX development etc , All 
India Radio employees working on High Voltages; Employees of National Sample 
Survey Organisation; Civilian Assistant Security officers of Army Headquarters; 
Press Staff comprising Compositors, Lino Operators and Metal Operators 

106.26 The subject of risk allowance has been closely examined by us. 
We have come to the conclusion that risks facing employees in the Government 
service may be of two types; contingent risks and continuous risks. Contingent 
risks relate to one-time events where the event is uncertain. Continuous risks on 
the other hand cover those situations where the risk is inherent and 
continuous in the occupation itself with adverse effects on health. We 
recommend the payment of Risk Allowance only in the latter case. 
Government may consider insurance cover or cx-gratia payment for the former 
case. 

106.27 The above decision would require us to denotify certain categories, 
presently in receipt of this allowance We have identified a few of these 
categories as listed below:- 

a) Danger Building Officers in the Ministry of Defence, 


: 1588 



Xotificalion of 
i ertain categories 
for risk allowance 


Rates of Risk 
1 1 Iowa nee 


b) Deputy Directors ami Assistant Directors in the Hotline 
Training C entre, Department of Power, Bangalore 

c) And about 14,000 employees in the Ministry of Railways 
comprising of Trollcymen. Pomlsmcn/Shuntmcn. Mosquilomcn. 
Porters. Skid Porters, Skidmcn. Staff engaged in Train Lighting 
shop in Battery Section. Basic Hleetro-platcr, Basic Diesel Fitter. 
Khalasis and other Ciroup I) categories. Blacksmith. Shunting 
Porter. Bamvala. PM 11/PM A/ PM B/TPM B. Token Porter. 
TSMs, TP. BTI and KIT etc. 

As tins list is only indicative and by no means complete, we recommend that 
each concerned Ministry should set up a Committee to review the categories 
of employees in receipt of risk allowance in line with our revised guidelines. 

106.28 We find merit in the demands raised by Safaiwalas/Sweepers 

of the Ordnance Factories engaged in the cleaning of underground drains, 
septic tanks etc. and Press Staff comprising of Compositors, Lino Operators 
and Metal Operators and therefore, we recommend payment of Risk 
Allowance to them. We also recommend that the Government should set up 
a Committee to study whether Spray Painters and Fire Fighting personnel 
should be extended Risk Allowance. 

106 29 We do not favour the granting of risk allowance for any other 

category Veterinarians who uptil now enjoyed a Group B‘ status have now been 
given complete parity with general duty medical officers and dental surgeons who 
had a Group A status earlier This would entitle them to all the benefits including 
Non Practising Allowance a 25% of basic pay and time bound promotion uptil 
NFSG These benefits should adequately compensate them for the risk of 
contracting zoonotic diseases which is inherent in the job for which they have been 
recruited Therefore, no risk allowance for them is proposed. 

106 30 We recommend the following rate for the payment of risk 

allowance- 


Category 

Pay Scale 

Amount per month (Rs ) 

Unskilled workers 

Rs. 750-940 

40 

Semiskilled workers 

Rs.800-1150 

60 

Skilled workers 

Rs950-500 j 
Rs1200 1800| 
Rs. 1320 2040 i 

80 

Non-Gazettcd officers in 

Nitroglycerine preparation 

180 

Certain Gazetted officers 
engaged in Nitroglycerine 
preparation 

300 
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NIGHT DUTY ALLOWANCE 


106.31 Presently Night duty Allowance is being paid to all employees 
drawing a basic pay upto Rs.2200 p.nv and performing duty between 22.00 hours 
and 6 hours. Wherever the working hours have been arrived at after taking into 
account the night wcighlagc factor, no further compensation is admissible A 
uniform wcighlagc of 10 minutes is given for every hour of night duty performed. 
Night Duty Allowance is computed as per the following formula - 

i) For continuous and Rates arc calculat the basis of current 

intensive duty rates of pay including DA & CCA divided by 

the number of working hours in a month. 

ii) For intermittent and 2/3rd of the rate worked out (i) above, 

excluded Class-Ill 

106.32 We observe that the ceiling of Rs.2200 for the payment of NDA 
is not observed in Railways. It has been aigucd that in the interests of justice this 
ceiling be done away with for all the employees. Wc observe that Railways have 
had to lift this ceiling because of certain requirements specific to the organisation. 
Night Duty Allowance is at present available to all Group C & D staff in Railways. 
The need for the removal of the ceiling of Rs.2200 was felt in Railways as 
employees in scale of Rs.2375-3500 arc also Group C and arc eligible for Night 
Duty Allowance. Also in Railways we observe that promotion norms have been 
fixed on percentage basis and not on the worth of charge. In view of the above, we 
recommend that the relaxation of the ceiling for Night Duty Allowance be 
restricted to only those categories presently availing themselves of this 
benefit. It may not be extended to any further categories. On all other aspects 
of Night Duty Allowance we recommend status quo The rates of NDA would 
improve substantially with the revision of pay. 


TELEPHONE ATTENDANT ALLOWANCE 


106.33 Frequently executives have to perform office related work at their 

residences which, in the absence of any residential official aide, places an 
unreasonable burden on their time and finances. While residential official aides in 
various forms are presently available in a few service, by and large, this facility' is 
not available to most of the executives. Accordingly, we recommend that all 
executives of and above the rank of Deputy Secretary and equivalent may be 
provided with a residential Telephone Attendant. The tenure of the 
Attendant would be co-terminus with that of the officer. The Attendant will 
not have the status of a government employee and will be recruited directly 
by the entitled officer, with only the salary of such Attendants at a fixed rate 
of Rs.1500/- per month being borne by the government. We clarify that this 
facility will not be additionally available to those officers who are currently 
entitled to use of one or more personal attendants, by whatever name they 
may be called. 
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ENTERTAINMENT ALLOWANCE 


106.34 In the Armed Forces, entertainment allowance is presently 

admissible to officers in specified posts who by v irtue of their charge, rank and 
status arc required to entertain high ranking guests or have to reciprocate such 
gestures. Most Group 'A' Civil Services Associations have put forth the demand 
for die grant of this allowance for a set of their officers holding analogous posts on 
live civil side We feel that while this allowance is necessary for civilian officers as 
well, however, like the Armed Forces, the same has to be need-based rather than 
rank or hierarchy-based. We have tried to identify a few key positions where such 
allowance needs to be extended. Accordingly, we recommend the grant of 
entertainment allowance to the Union Cabinet Secretary; Secretaries to the 
Government of India; Heads of Central Government Organisations; ore top-most 
cadre post for each organised Group 'A' Central Civil Service; Heads of All India 
in-Scrvice Training Institutes for organised Group 'A' Services and regional heads 
of all organised Group 'A' Civil Serv ices looking after a whole state or a number 
of states. It should also be extended to important posts under the State 
Governments and UTs .namely, the Chief Secretary, DGP inchargc of Civil Police, 
Principal Chief Conservator of Forests, Divisional Commissioners, DIGs (Range), 
Conservators of Forests (Territorial). Collcctors-cum-District Magistrates, District 
SPs and Deputy C.F. (Territorial). The above mentioned executives may be 
given monthly Entertainment Allowance of Rs.1000/- for the posts in the pay 
scale of Rs.800Q/- and above, Rs.800/- for the posts in the pay scale of 
Rs.7300-7600 and Rs.600/- in case of others. 


SPECIAL ALLOWANCES AND OTHER FACILITIES FOR THE 
AIS AND CENTRAL GOVERNMENT EMPLOYEES POSTED IN 
NORTH-EASTERN REGION AND SIKKIM 


106.35 The Central Government employees and officers of AIS posted 

to States in the North-Eastern region have been granted certain special allowances 
and other facilities in view of the security environment and the difficult working 
and living conditions prevailing in the region During our visit to the States of 
North-Eastern region and Sikkim, we held discussions with the Chief Ministers, 
Chief Secretaries and other senior Government functionaries to take stock of the 
situation. We also received memoranda from various employees and service 
associations and held discussions with them. Our views on the major issues that 
emerged are indicated in the succeeding paragraphs 


AIS OFFICERS AND CENTRAL GOVERNMENT EMPLOYEES 
POSTED IN SIKKIM. 


106.36 The Government of Sikkim has requested us to consider the 

extension of the Special Allowances and facilities as applicable to the AIS officers 
of N E Cadres to the AIS officers of Sikkim Cadre This demand of State 
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Government is based on specific problems being laced by the A1S olficcrs ol 
Sikkim Cadre as by their counterparts in the N.E. States During our visit to 
Sikkim, the Chief Minister of Sikkim bad strongly supported tins demand The 
representatives of the Central Government Officers. Sikkim Unit had also asked 
for inclusion of Sikkim for the purposes of grant of similar allowances on the 
pattern of N E State. We consider these demands as justified and recommend the 
extension of all Special Allowances and other facilities as admissible for the 
officers of AIS and Central Government posted in N.E. States for the AIS 
officers of Sikkim Cadre and Central Government employees posted in 
Sikkim on mutatis-mutandis basis. 


SPECIAL (DUTY) ALLOWANCE 


106.37 Presently, Special (Duty) Allowance is granted to AIS officers and 

Central Government employees having all India transfer liability and posted in the 
States of North-Eastern region (a) 12 5% of the basic pay subject to a maximum of 
Rs. 1000/ p m. It is subject to the further condition that the total of SDA, Special 
Pay/Deputation (Duly) Allowance docs not exceed Rs.1000/- p.m. It has been 
demanded that the grant of SDA be extended to officers for AIS and Central 
Govemnnent posted in Sikkim and be paid at a higher rale of 25% of the basic pay. 
In view of the revisions recommended by us m the pay scales, we arc unable to 
agree to the demand for enhancement of this rate to 25% and recommend that the 
SDA be paid at the existing rate of 12.5% of the revised basic pay duly 
extending its grant to officcers of AIS and Central Government posted in 
Sikkim. Our recommendations on replacement scales will result in enhancement 
of the quantum of SDA. which would lake care of the demand We also 
recommend that ceilings on grant of SDA may be removed 


TENURE OF POSTING 


106.38 The tenure of posting of Central Government officers to the N.E. 

regions is 3 years at a time for officers with serv ice of 10 years or less and of 2 
years at a lime for officers with more than 10 years of service. On expiry of their 
tenure, the Central Government officers arc entitled to a posting at a place of their 
choice The AIS officers arc similarly required to "cool off for a period of two 
years in their respective N.E. cadres before being considered for subsequent Central 
deputation. It has been argued before us by the representatives of both the Central 
Government officers and AIS officers of N E. Slates and Sikkim that they have to 
wail for inordinately long periods after completion of their prescribed periods of 
tenure or cooling off before they’ get a posting outside llic region We have 
considered the matter and recommend that the concerned cadre controlling 
authorities and the Central Services Board (CSB) should take a special view 
in these cases and ensure that such Central Government and AIS officers get 
their posting outside the N.E. region and Sikkim within three months of 
completion of their prescribed tenure or "cooling off" period. 
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Our 

re a mtmettdalions 


Our 

recant met uia lions 


Our 

recommendations 


Our 

recommenda lions 


RETENTION OF ACCOMMODATION 


106.39 Central Government employees and AIS officers when posted to 

the N.E, region and Sikkim from a place outside the region arc allowed to retain 
their accommodation at the previous place of posting lor certain specified periods 
subject to payment of prescribed licence fees to the Government It has been 
reported that the licence fee charged is higher than the normal rale in such eases 
It has ben demanded that normal rales of licence fee should be levied by the 
Government in all such eases of retention of accommodation We have considered 
the demand and recommend that normal rate of licence fee only should be 
levied in such cases. Our recommendations on retention of such 
accommodation in para 112.60 with levy of normal rate of licence fee shall 
also apply to the AIS officers of the North-Eastern cadres and Sikkim. 


CHILDREN EDUCATION ALLOWANCE 


106 40 It has been demanded that in view of the lack of adequate 

education facilities in the North-Eastern region the actual expenditure incurred on 
education in the best schools and colleges should be reimbursed to all Central 
Government employees including AIS officers posted there Presently, the 
Children Education Allowance and hostel subsidy arc granted at the rates of 
Rs 50/- and Rs 150/- respectively on this account We recommend that for 
officers posted to the N.E. region and Sikkim, the rates may be doubled. 


MEDICAL FACILITIES 


106.41 It has been stated that the AIS officers allocated to N.E. regions 

who leave behind their families at the previous place of posting on their reversion 
to the respective N.E. cadres arc presently not entitled to CGHS facilities It has 
been demanded that their families may be allowed to be covered under the CGHS 
Scheme We see no reason for denying this facility to them and recommend that 
families and dependents of such officials should continue to avail themselves 
of the CGHS facilities during their period of posting to the N.E. States and 
Sikkim. 


TELEPHONE FACILITIES 


106.42 Central Government employees and AIS officers who arc eligible 

to have residential telephones at their last place of posting arc required to pay rental 
and other charges on retention of this facility while they are posted to N.E. States 
It has been widely demanded that in such eases the rental and other charges should 
be borne by the Government. After careful consideration of this issue, we 
recommend the retention of telephone at their residence may be allowed at 
Government expense with a ceiling of 750 calls per billing cycle. 
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EMERGENCY PASSAGE 


106.43 The Service Associations have demanded annual home town LTC 

facilities for the officers of AIS and Central Government posted to the N .E States 
and Sikkim They arc presently governed by the normal LTC provisions. In view 
of the financial implications involved, we do not favour a large scale relaxation in 
the existing LTC provisions. However, keeping in view the remoteness and 
inaccessibility of the regions in general, and the difficulties faced by these officers, 
we recommend for them two emergency passages to their home town with 
family by the entitled class in their entire service career. This will be in 
addition to the facility available to them under the normal LTC rules. 
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107 


Travelling 

Allowance 


Travelling 
entitlement while 
on tour and 
transfer in public 
interest 



INTRODUCTION 


107.1 Travelling Allo\vancc(TA) is a compensator.* allowance granted to 

a government employee to cover expenses ineurred by him while travelling in 
public interest. The present policy is that TA should not become a source of 
income or profit to government servants. 


TRAVEL ENTITLEMENTS 


107.2 At present government employees drawing basic pay plus NPA plus 
Stagnation Increment of Rs.5100 and above arc allowed travel by first class AC; 
those drawing between Rs.2800-5099 arc allowed AC II ticr/first class; those 
drawing between Rs. 1400-2799 arc allowed travel by first class/AC chair car, or 
by AC It tier when first class/AC chair car is not available in direct trains, and 
those drawing pay below Rs. 1400 arc allowed to travel by second class. Officers 
in receipt of pay of Rs. 5100 and above may, at their discretion, travel by air on 
tour/transfer. Apart from this, non-cntitlcd officers arc also altowod to travel by 
air under certain specified provisions. No official below the level of Secretary' to 
Government of India is presently entitled to travel first class by air cither within or 
outside the country' while on lour. 

107.3 We arc of the opinion that since government officials have to 
undertake tours specifically in public interest it is necessary that they arc allowed 
appropriate entitlement to travel by rail/air. We, accordingly recommend that 
the entitlement for journeys by rail/air on tour and transfer in public interest 
should be revised as under:- 
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Top Kxceutivcs 

Senior Executives and Executives 
in pay scales of Rs.3700-5000 and 
above. 

Executives in pay below 
Rs.3700-5000 
Supervisory Staff 
Supporting Staff 

Auxiliary Staff 


Air first (J) class/ AC 1 class 
train 

Air economy (V ) class 
in case of domestic 
flights and business/ club 
class in case of foreign 
flights/AC I class train 
Air economy class/AC 11 
Tier train 
AC II Tier train 
First class train/ 

AC III Tier train 
Sleeper Class Train 


In case of road travel between places connected by rail, travel 
by any means may be allowed provided the total fare does not exceed the 
train fare by the entitled class. In case of places not connected by rail, all 
Executives should be allowed travel by AC bus/AC taxi. 
Supervisory/Supporting Staff should be allowed travel by deluxe/express 
buses and Auxiliary Staff by ordinary bus. We have lowered the eligibility for 
air travel deliberately so as to curtail loss of official lime incurred during train/road 
travel while on tour. This w ill also reduce the amount of DA which is paid for the 
entire duration of the tour. While no changes are necessary in entitlements for 
travel by sea, to convert the existing entitlements which are based on monthly 
emoluments to a rank-based system, we recommend that in case of journeys 
by sea or river steamer, officers of the status of Executives and above should 
be allowed travel by highest class. Supervisory and Supporting Staff should 
be allowed travel by lower class if there are more than two classes. Auxiliary 
Staff should be allowed to travel by the lowest class. 

Ptaix Allowance 107 4 Daily Allowance is a uniform allowance for each day of absence 

from headquarters on duty to a place beyond a radius of 8 kilometres, which is 
intended to cover the ordinary daily expenses incurred by a government sen ant 
aw ay from his headquarters while on tour. Present rates of daily allowance on tour 
have not been revised since January, 1992 Due to inflation, these rates have now 
become unrealistic and arc not adequate to meet the incidental expenditure incurred 
by government sen ants on tour. Thus there is a case for upward revision of these 
rates. As wc have dealt with rationalisation of accommodation entitlement of 
government officials on tour separately, only ordinary rates of daily allowance arc 
being considered here Increase in the same proportion as the rise in the All India 
Consumer Price Index may not prove to be sufficient as the government employee 
has to incur expenditure on transportation w ithin the city being toured, out of the 
daily allowance received by him. It is also a fact that in a new place with attendant 
language problems, unfamiliarity with routes of public transport etc , an employee 
has to perforce use scootcr/taxi which proves to be quite expensive Further, with 
improved hotel entitlement being recommended elsewhere, the expenditure on food 
would also go up which may not be compensated-by merely neutralising the effect 
of inflation on the existing rales Presently-, the TA/DA rates are fixed on the basis 
of pay plus Non Practising Allowance plus Stagnation Increments. We observe that 


1596 



Accommodation 
entitlement while 
on tour 


granting T A/D A on the basis of pay frequently leads to anomalous situations where 
senior officers have to travel by a lower class and receive TA at lesser rates vis-a- 
vis their subordinates whose salaries may be higher on account ol longer years of 
service We have scparatclv recommended grouping ol employees into live levels 
in the hierarchy based on their functional responsibilities This grouping could be 
conveniently adopted for determining entitlements to Travelling Allowance as a 
measure of rationalisation Accordingly, we recommend that the categories 
and rates for travelling allowance and daily allowance may be revised as 
under:- 


Sl. Category _ Daily Allowance _ 

No. A-l class A class B-l Class Others 

cities cities & cities 

specially And 
Expensive expensive 
Localities cities 

Hotel/ Hotel/ Hotel/ Hotel/ 

Non-Hotel Non-Hotel Non-Hotel Non-Hotel 

Rates/ Rates Rates Rates 


1 . 

Top Executives & 

Rs.400/ 

Rs. 320/ 

Rs.240/ 

Rs.l 60/ 


Sr. Executives 

200 

160 

120 

80 

2. 

Executives 

Rs.350/ 

Rs.280/ 

Rs.210/ 

Rs.l 40/ 



150 

120 

90 

60 

3. 

Supervisory Staff 

Rs.225/ 

Rs.l 80/ 

Rs.l 35/ 

Rs.90/ 



125 

100 

75 

50 

4. 

Supporting Staff 

Rs.l 90/ 

Rs.l 50/ 

Rs.l 15/ 

Rs.75/ 



100 

80 

60 

40 

5. 

Auxiliary Staff 

Rs.l 50/ 

Rs.l 20/ 

Rs.90/ 

Rs.60/ 



75 

60 

45 

30 


It is clarified that hotel rates will be admissible only in ease a 
government servant stays in a properly licensed hotel, charging a regular tariff. In 
all other cases, including stay in govcmmcnt/public sector/private guest houses, 
etc the Non-Hotel Rates will apply. In order to prevent any erosion in these 
rates on account of inflationary pressures we further recommend that 
government should review these rates of TA/DA whenever the all India 
Consumer Price Index increases to the extent of Fifty per cent. 

107.5 We have received many demands requesting rationalisation of 

present entitlements of daily allowance for stay in hotels. We note that these 
entitlements are quite low and need to be revised Normally it should be the 
endeavour of the government to provide guest houses for the touring officials in all 
major cities and steps to construct such guest houses should be undertaken. This, 
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however, will depend on the availability of funds and can only be suggested as a 
long-term measure. In the meantime, considerable difficulties arc being faced by 
officials in securing decent accommodation while on official tour and they have 
often to rely on hospitality of colleagues and relatives There is adequate 
justification for permitting stay in approved hotels which charge a regular larilf 
Accordingly we recommend that different categories of government 
employees on tour may be provided with accommodation as under:- 

CATEGORY ACCOMMODATION 


Top Executives & Reimbursement of actual expenditure incurred 
Sr. Executives towards normal single room rent in a hotel of a 

category not above 5 star. 


Executives 


Normal single room in a hotel of a category not 
above 3 star. 



A-l 

class 

cities 

A class 
cities & 
specially 
expensive 
localities 

B-l class 
cities & 
specially 
expensive 
localities 

Others 

Supervisory 

Any hotel 

Any hotel 

Any hotel 

Any hotel 

Staff 

room up to 

room up to 

room up to 

room up to 


Rs.200 

Rs.160 

Rs.120 

Rs.80 


per day 

per day 

per day 

per day 

Supporting 

Any hotel 

Any hotel 

Any hotel 

Any hotel 

Staff 

room up to 

room up to 

room up to 

room up to 


Rs 150 

Rs.120 

Rs.90 

Rs.60 


per day 

per day 

per day 

per day 

Auxiliary 

t 

Any hotel 

Any hotel 

Any hotel 

Any hotel 

Staff 

room up to 

room up to 

room up to 

room up to 


Rs.100 

Rs.80 

Rs.60 

Rs.40 


per day 

per day 

per day 

per day 


These enhancements would provide adequate facilities befitting their status to 
those government officials who have necessarily to undertake such tours in public 
interest. We arc of the view that with this upgradation officials would not be 
forced to avail themselves of hospitality extended by private parties while on 
official tour, which will also help in reducing the existing malpractices in the 
government to some extent. In order to minimise expenditure on hotel stay, 
government may consider reserving a few’ rooms in Public Sector hotels on 
negotiated lower rents, and touring officials could be asked to stay in such rooms 
on payment of a nominal rent which could be deducted as a percentage of their 
daily allowances 
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Provision 
regarding trawl 
in staff car with r 
family members 
while on official 
Mur 


Transfer Grant 
and Packing 
Allowance 


Transport of 
Personal effects 
on Transfer 


107 6 Presently, an officer proceeding on tour in a staff car can. in 

exceptional cases and with prior approval of an officer of the level o( senior 
executive, take his family members along with hint but for this facility he has to 
pay a prescribed amount We are of the view that no justification exists for 
charging any amount from government officials for this facility and 
accordingly recommend that while the condition prescribing prior approval 
by a senior officer should continue, no charges may be levied on an official for 
taking his family members along with him. 


TRANSFER ALLOWANCE 


107 7 The rates of lump sum transfer grant and packing allowance were 

last revised on 1 -11 -1986 Since then, the inflation has gone up by more than 150 
percent. Accordingly, there is a case for upward revision of these grants Wc have 
received numerous demands seeking daily allowance for a government employee 
transferred in public interest at the new' place of posting for a specific period or till 
such time he is allotted a government accommodation Wc feel that this demand 
is justified, especially as landlords frequently have been known to demand 
substantial amounts as advance rent. Keeping all these facts in mind we 
recommend that Packing Allowance and Lumpsum transfer grant should be 
merged and called 'Composite Transfer Grant'. The quantum of this grant 
should be increased and made equal to one month's basic salary. Presently, 
Packing Allowance and Lumpsum Transfer Grant are only available in case 
of transfer between two stations located at a minimum distance of 20 
kilometres from each other. We recommend that 'Composite Transfer Grant' 
@ one month's basic pay should invariably be paid in case of all transfers 
involving a change in station, irrespective of the distance between the new and 
old station. However, in cases of transfer within the same city wherein a 
change of residence is necessitated solely on account of the transfer, 
Composite Transfer Grant equal to l/3rd of the monthly basic salary of the 
transferred employee may be paid. 


107 8 Presently, personal effects transported by road between places 

connected by rail are only reimbursed to the extent of actual expenditure or 1 1/4 
limes of the amount admissible for transport by goods train for the maximum 
admissible quantity, whichever is less Frequently rail wagons arc not available or 
there arc some genuine practical difficulties due to which a government official on 
transfer is forced to transport his personal effects by road As transportation by 
road is costlier, the employee on transfer has to incur additional expenditure from 
his pocket, which is not fair. Accordingly, we recommend that the government 
employees on transfer should be allowed full reimbursement of actual 
expenditure in case of transport of personal effects by road. 
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Transportation oj 

conveyance for 
retired 
government 
employees 


Composite 
transfer grant for 
retired 
government 
employees 


Transport 

Allowance 


PROVISIONS FOR RETIRING EMPLOYEES 


107.9 Currently, in case of retired employees settling down in a station 

other than the last station of duty, entitlements similar to those on transfer arc given 
with the exception that transportation of conveyance at government expense is 
allowed only if it is certified that die possession of the conveyance by the employee 
while in sen ice at the last place of duty was in public interest We recommend 
that requirement of certificate for transportation of conveyance in such cases 
may be done away with, as no rationale exists for the same. 


107.10 Our recommendation for Composite Transfer Grant would be 

equally applicable in case of retired government employees. We note that no 
lumpsum transfer grant for packing allowance is currently available to government 
servants settling down in the last station of duty but with change of address. In line 
with our recommendations for payment of such allow ance at the time of transfer 
we recommend that Composite Transfer Grant at the rate of one third of the 
last basic pay drawn should also be given in case of retired government 
employees settling down in the last station of duty but with change of address. 


TRANSPORT ALLOWANCE 


107.11 We have observed that on account of various factors like 

unprecedented growth of city limits, increase in volume of traffic and 
nonavailability of residential accommodation at reasonable rents near offices which 
are usually located in the heart of the city, there has been an unprecedented increase 
in the comrhutation time between residences and place of work. This affects the 
work environment in offices adversely as employees spend much of their energy in 
commuting and are, therefore, not able to concentrate properly on official work. 
While government has allowed journeys between residence and place of work by 
official car to executives of the rank of Joint Secretary' and above on payment of 
an monthly amount, the same needs to be further expanded and liberalised, 
especially in the context of the public sector and private sector practice of cither 
providing a company car or a liberal petrol allowance to its executives. Details of 
such allowances are indicated at Annexe 107.1. 


107.12 At the time when facility of using office car for travel between 

office and residence was initiated for the senior officials, the JCM demanded a 
monthly allowance for defraying partially the cost of travel between residence and 
office in case of lower government functionaries as well. Consequent to a 
disagreement being recorded on this issue in the JCM National Council, the issue 
was referred to the Board of Arbitration which awarded an allow ance of Rs.35 per 
month to all central government employees w.c.f. 1 4.89. The government did not 
accept this award and initiated motions in both the Houses of Parliament seeking 
its rejection. However, till date, no final decision has been taken on these motions. 
Obviously, government has itself been reluctant to press these motions 
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107 13 Accordingly we recommend (hat Executives, Supervisors and 

the category of Supporting and Auxiliary staff may be given transport 
allowance at the monthly rates of tts.800, Rs.400 and Rs.100 respectively in 
places classified as Ai and A cities. In all other places transport allowance 
at the rate of Rs.400 for Executives, Rs.200 for Supervisors and Rs.7S for 
Support and Auxiliary staff may be granted. 

107.14 Along with the decision to grant transport allowance. Government 

should also try to phase out the staff cars in the following manner - 

(i) Staff cars attached to individual officers should be permitted 
only to Top Executives in the Government and field 
functionaries who need such attached staff cars due to the 
nature of their work. 

(ii) For all other officers, there should be a common pool of private 
vehicles which should be taken on daily hire on the basis of 
annual rate contracts. These should be the minimum necessary 
for transaction of official work. 

(iii) The cadre of staff car drivers should be frozen, so that 
departments are finally left with only as many drivers as are 
required to ply the attached staff cars. All other posts should 
be gradually abolished, as and when a vacancy arises in the 
normal course. Surplus drivers should also be encouraged to 
take voluntary retirement with golden handshake. 

(iv) In the interim period, such drivers may be redeployed on other 
duties by retraining. Surplus vehicles should also be disposed 
of. 


Transfer 
Allowance to 
Physically 
Handicapped 
Employees 


107.15 Certain specified categories of physically handicapped central 

government employees home on regular establishment are presently given 
conveyance allowance. The rate of conveyance allowance to handicapped central 
government employees has remained unchanged since 1987. A case therefore 
exists for increasing this allowance Further, we have separately recommended 
transport allowance for all central government employees Accordingly, we 
recommend that conveyance allowance to specified categories of physically 
handicapped employees may be abolished and instead all such employees may 
now be paid transport allowance at double the normal rates. 
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ANNEXE - 107.1 


RANGE OF CONVEYANCE ALLOWANCE 


NAME OF THE PSU/BANK 

EXECUTIVES 

SUPERVISORY 

WORKMEN 

OTHERS 

Gujrat State Fertiliser Company 

Ltd. 

Rs.2180-1280 

Rs.725-530 

Rs.705-505 

Rs 215 

NTPC Ltd. 

Rs. 1460-240 

Rs.235-180 

Rs 225-150 

- 

Coal India Ltd 

Rs.1200 

Rs.950 

Rs.330 

Rs. 190 

Tchri Hydro Development 

Corpn. Ltd. 

Rs. 1100-375 

Rs.280 

Rs.175 

Rs. 120 

Project and Equipment Corpn. of 
India Limited/State Trading 

Corpn of India. 

Rs. 1060-1000 
(Car) 

Rs.370 

(Scooter) 

Rs. 175 
(Other Mode) 


Rs.340 

(Two Wheeler) 

Rs 150 (Other Mode) 


Indian Railway Construction Co. 

Rs 900-800 

Rs.350-300 

Rs. 300-250 

Rs.250-200 

Cement Corpn. of India Ltd. 

Rs 850 

Rs.220-125 

Rs. 150-125 

Rs. 100 
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Rs.255-110 Rs 255-1 10 


Mica Trading Corpn of India 

Rs.800 (car) 

Rs 255-110 



Ltd. 

Rs.275(Scootcr) 

Rs. 1 l5(ifno vehicle) 


Rs.300 

Rs. 150 

Madras Fertilizers Ltd 

Rs.750 

Rs.300 

Rs.65-50 

Rs 65-50 

Bharat Yantra Nigam 

Rs.650-600(Car) 

Rs.225-135(T\vo 

Wheeler) 

Rs. 100-50 



Indian Telephones Industries Ltd 

Rs.650-225 

- 



EPI Ltd 

Rs.650-450 

Rs.250-175 






Rs. 125-85 

Rs 50 

Bharat Electronics Ltd 

Rs.650(in ease of Car) 
Rs.225(in case of 

Scooter) 

Rs.225-120 

Rs.175-150 

Rs 140-1 

North Eastern 

H andicrafts/H andlooms 

Development Corpn. Ltd 

Rs.650-Rs.600 

Rs.200-175 

Rs 100 

Rs 45 

Hindustan Fertilizer Corpom 

Ltd. 

Rs.525 

Rs. 175 

Rs. 120 

Rs 45 

Paradeep Phosphates Ltd 

Rs.500-350 

Rs. 175 

Rs 150-100 

Rs 40 

Engineers India Ltd. 

Rs.450-400 

Rs 175-150 
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Bongaigaon Refinery and 
Petrochemicals Ltd 

Rs 450-400 

Rs 175-150 

Rs 150-125 

Rs 125-100 

National Textiles Corp./ Rail 

India Technical and Economic 
sen ices Ltd. 

Rs.450-400 

Rs. 175-150 

Rs 150-100 

Rs 40 

Hindustan Petroleum Corp. Ltd 

Rs.450-300 

Rs. 190-140 

- 

- 

Bharat Aluminium Ltd. 

Rs.400 (car) 

Rs. 175-100 
(two wheeler) 

Rs. 150-100 

- 

- 

Hindustan Salts Ltd./ Rural 
Electrification Corpn. Ltd 

Rs.450-400 

Rs 175-150 

Rs 150-100 

Rs.40 

Indian Overseas Bank 

Rs 350-175 

(Rs. 300-100 in ease no 

vehicle is kept) 


** 

" 

State Bank Of Hyderabad 

Rs.350-125 
(Rs.200-100 in ease no 
vehicle is kept) 

Rs 175-125 

— 
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INTRODUCTION 


108.1 The Leave Travel Concession (LTC) admissible to the civilian 

employees of the Central Government other than railway employees envisages 
reimbursement of expenditure on travel to the declared home town once in a block 
of two years, with the provision that visit to any place in India would be allowed 
in a block of four years in lieu of one of the two journeys to the home town. 


DEMANDS 


108 2 The main demands made by civ ilian employees, either individually 

or through their sen ice associations, arc ns under:- 

(i) Encashment of LTC should be allowed 

(ii) An allowance should be paid to cover incidental expenses 

(iii) Journeys on LTC should he allowed as per entitlement for official tours 

(iv) Foreign travel should be allowed on LTC. 

(v) Frequency of LTC should he increased 

(vi) Rules prescribing travel by shortest route should be liberalised 

(vii) Employees posted in remote localities should be allowed air travel on 
LTC. ’ 

(viii) Facility of Leave Travel Concession should be extended to retired 
government employees 
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Renaming behind 
the demands 


Rncashmenf of 

LTC 


Allowance for 

incidental 

expenses 


Travel entitlement 
during LTC 


(i\) Definition of dependents should he liberalised 

I (MO In support of the abme demands. it has been argued that 

frequently government employees ate not able to a\ail themselves of LTC on 
account of exigencies of work or other pctMUial reasons and thc\ need to be 
compensated for their devotion to duty Often they are not able to go on LTC, as 
they cannot afford the incidental expenses on boarding, lodging and local travel 
Government should, therefore, sanction an additional amount for meeting such 
incidentals Increase in the frequency of LT( has been demanded on the ground 
that government employees posted in regions far a\\a\ from their home town arc 
not able to fulfil their family obligations as they cannot afford the high cost of 
travel. Restriction on travel by tlic shortest route is sought to be relaxed as journey 
by the shortest route is not sometimes possible on account of factors such as 
convenience of travel, availability of connecting trains, etc It has also been 
contended that journeys on LTC should be allowed at par with entitlement for 
journeys on tour as per the practice in PS Us. nationalised banks, etc 


OUR RECOMMENDATIONS 


108.4 The LTC facility was introduced with the specific objective of 

enabling Central Government employees to discharge their social obligations at the 
home town or to visit any place in India to acquaint themselves with the rich 
cultural heritage of the country The facility was never intended to be a supplement 
to pay Die financial implications of allowing such encashment would be 
enormous Repercussions on Stale Governments would also be there as. no State 
Government, other than Gujarat, presently permits encashment of LTC. Keeping 
in mind the basic philosophy behind the LTC scheme and the daunting 
financial implications, we do not recommend encashment of LTC or payment 
of a lumpsum grant in lieu thereof. 

108 5 As regards payment of an allowance to cover incidental 

expenses incurred on travel, we have elsewhere allowed encashment of 
earned leave upto 10 days along with LIT to the extent of a total of 60 days 
in a career span. This measure, in our opinion, should be adequate to meet 
the incidental expenses during travel on LTC. 

108.6 Presently travel on LTC m a class higher than AC-II tier in 

railways is not permitted Air travel is also not allowed The facility of LTC exists 
in all the PSUs. nationalised banks, state go\ ernments. etc Most of the public 
sector undertakings and nationalised banks allow then senior officials to travel by 
air on LTC A similar facility' has also been pro\ idcd by the stale governments of 
Tamil Nadu. Himachal Pradesh. Meghalaya. Tripura and Gujarat We note that the 
relative remuneration of government cmplovees. especially at the senior levels, 
already compares unfavourably with that of comparable posts in the public or 
private sectors This gap is further accentuated by the curtailment of other facilities 
like travel on LTC by the entitled class A perquisite of this nature to compensate 
the senior functionaries in government, to a certain extent, for the lower 
remuneration admissible to them is not unjustified Accordingly, we recommend 
that all senior executives (Joint Secretaries and above) should be permitted 
to travel by air or AC First Class at their option, on LTC and all other 
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Redefining 
dependent family 
members for ETC 


Extension of ETC 
to pensioners 


ETC to Railway 
employees 


108 11 For purposes of LTC. a dependent family member is defined as 

one whose income from all sources, does not exceed Rs 500 per month in view of 
the present inflation, the limit of Rs.500 per month appears to be inadequate. 
Accordingly, wc recommend that this limit should be increased to Rs.1,500 
per month. 

108 12 We do not propose extension of the facility of Leave Travel 

Concession to the retired employees of the CentralGovernmcnt on account of 
the enormous financial implications involved. 

108.13 Railway employees arc not eligible for Leave Travel Concession 

available to the other civilian employees of the Central Government as they arc in 
receipt of free passes for travel anywhere in India This scheme is already quite 
liberal. We,therefore, do not propose any change in the existing scheme of free 
railway passes for railway employees. 



Introduction 


Revision of rates 
of Special Pay 



Special “Pay 


109 1 The system of granting special pay as an addition to the scales of 

pay or specified posts or to the pay of a group of employees or an individual 
employee has been in vogue for a long time. As defined in F.R 9(25), this is 
granted in consideration of (a) the specially arduous nature of duties, or (b) a 
specific addition to work or responsibilities The quantum of special pay varies 
from post to post, but is presently restricted to an overall ceiling of Rs.500 per 
month. 

109 2 Scrutiny of the data collected by us reveals that as many as 1 89 

lakh employees are presently in receipt of special pay of varying amounts. Their 
Group-wise distribution is as follows: 


Group 


Number of employees in receipt of 

Special Pay and its Quantum 

Below Rs. 100 Rs 101-200 

Rs.201-400 

Above Rs.400 

A' 

42 

260 

4,692 

5,423 

B’ 

378 

13,561 

256 

274 

C 

1,05,202 

50,110 

2,225 

1,266 

D' 

5,072 

62 

Nil 

7 


109.3 We have received a large number of representations urging 

enhancement of the quantum of special pay, its payment as a percentage of the 
basic pay, removal of the ceiling on its quantum, etc As has been observed by our 
predecessor Commissions as well, we recognize that there is a need to provide 
some compensation for clearly identifiable additions to duties and responsibilities 
or arduousness of duties as is recognizable. Special pay is, no doubt, a satisfactory' 
device for the purpose. It has nevertheless to be recognized that its extension 
should be restricted and be the exception rather than the rule. We, however, find 
that the number of posts to which special pay was attached had increased from 
about 70,000 in the early Seventies to over 2 lakhs in the mid-Eighties. Though 
the Fourth CPC had expressed the view that it was necessary to restrict the number 
of posts entitled to special pay, we arc concerned to note that there has been no 
perceptible improvement in the position since then, inasmuch as about 1.89 lakh 
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lieu of the special increment, payment of incentive at a uniform rate regardless ol 
the status of the beneficiary or the pay drawn by him, and payment of a higher 
incentive to those adopting the small family norms after only one child 

109 10 After careful consideration of these suggestions, we are not in 

favour of a uniform incentive to all categories of employees or relating its 
quantum to the number of surviving children. There is also no justification 
for any enhancement of the special increment, which is presently available to 
the beneficiaries as a distinct addition to their pay till they superannuate. 

109.11 We are however, inclined to agree with the suggestion that the 

beneficiary should have an option to receive the incentive either in the form 
of a monthly addition to pay as at present or as a lump sum payment. This 
may be particularly more acceptable to the lower categories of employees, who 
could be encouraged by this measure to adopt the small family norms in larger 
numbers We, therefore, recommend that such an option should be provided. 
The lump sum amount in lieu of monthly payments could be determined in the 
same manner as the commuted value of pension in the case of retiring 
employees. Employees opting to receive a lump sum amount will not, 
however, be entitled separately to any rebate in the interest on house building 
advances. The option could also be extended to those who are already in 
receipt of a personal pay, the lump sum amount being computed in their cases 
with reference to their age next birthday on the date of application 

109 12 A suggestion has been made that the personal pay presently being 

drawn by employees for promoting small family norms should be revised in the 
same proportion in which the scales of pay of the posts held by them are proposed 
to be revised by the Commission The manner in which the special pay should be 
regulated with reference to the revised scales of pay recommended by it was 
considered by the Fourth CPC which had suggested that this may be revised so as 
to be equal to the lowest rate of increment in the revised scale of pay applicable to 
the post in which an employee had earned the personal pay for promoting small 
family norms This was accepted by Government. The methodology evolved for 
the purpose by the Fourth CPC is considered to be appropriate and adequate 
and we recommend that the same should be continued. 

109.13 It has also been suggested that, as a disincentive, certain 

restrictions should be imposed on the privileges and facilities available to 
employees having more than two children. A beginning in this regard has already 
been made by Government Women employees having more than two surviving 
children arc not entitled to maternity leave Following the recommendation of the 
Fourth CPC. assistance for education of children is also restricted to only two 
children after December, 1987 We are of the view that various incentives and 
disincentives should be continued as part of an overall strategy to persuade 
employees to supplement government's efforts in the sphere of family 
planning. Apart from the restrictions already in force, the incentives may be 
extended in future only to those with not more than two surviving children. 
The facility of leave travel concession may also be restricted only to two 
children of an employee. We would like to emphasize that Government 
should examine the feasibility of introducing other disincentives and widening 
their scope. 
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109.14 A fairly widespread demand is that the incentives for promoting 
small family norms should be extended to those employees who consciously restrict 
the size of their families by adopting family planning methods (including 
hysterectomy) other than sterilization by vasectomy or tubcctomy. Hysterectomy 
is strictly a surgical intervention not related to or accepted as a method of family 
planning. While there is, no doubt, some merit in the suggestion that other 
methods of family planning should also be given due recognition for the purpose 
of incentives, there would be practical difficulties in actual implementation 
Considering, however, the fact that the chances of conception by women over 
45 years of age are normally remote, once a woman employee or the wife of 
a male employee attains the age of 45 years, incentives on the same scale 
could be extended to them, provided the concerned employees do not have 
more than two surviving children. We recommend accordingly. 

109.15 It has been urged that the personal pay presently admissible for 
promoting small family norms should be reckoned as pay for all purposes as was 
the position prior to January 1, 1986, when the recommendations of the Fourth 
CPC were given effect to, and that this amouht should also be exempted from 
Income Tax. Elements of the remuneration package of Central Government 
employees which arc to be reckoned as pay for the purpose of various allowances 
have been clearly defined in FR 9(21). The definition under FR 9(21) having been 
consciously amended by the Fourth CPC, we are not in favour of further widening 
its scope to include in pay various allowances and other incentives extended for 
specified purposes. We arc, therefore, unable to concede this demand. In order 
to avoid any confusion because of the description of the family planning 
incentive as "Personal Pay", the nomenclature may be changed to "Family 
Planning Allowance". As far as exemption of the Allowance from income tax is 
concerned, this will be treated like other allowances. (Refer Chapter 167). 

109.16 Acceptance of the demand that existing beneficiaries of the family 
planning incentives should be provided an option to have the personal pay merged 
in their pay to facilitate fixation in the revised scales to be recommended by this 
Comission would be contrary to the decision to treat all allowances, incentives, etc 
as distinct and separate elements and not as part of the pay of the recipients. We, 
therefore, do not recommend acceptance of the suggestion. 

109.17 Various incentives or benefits for employees having financial 
implications are normally extended only prospectively, appropriate cut-off dates 
being specified for the purpose. The validity of the concept of cut-off dates has 
also been upheld by the Supreme Court. We, therefore, find no merit in the 
demand that the incentives for promoting small family norms should be 
extended to those employees who had adopted these norms prior to 
September 1,1979. 

1 09. 18 Another demand that the special increment should continue 
to be paid to the beneficiaries as an addition to their monthly pension even 
after their superannuation is also entirely devoid of merit and we do not 
recommend acceptance of this suggestion. 
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Deputy Secretary or Director because of the loss, in the process, of certain 
privileges and perquisites dial they enjoy in their parent departments. In our view, 
it would suffice if the aggregate of the grade pay and the Central (Deputation 
on Tenure) Allowance is restricted to (a) the maximum of the scale of pay of 
the deputation post in the case of appointments as Under Secretary, and (b) 
an amount less than the minimum of the scale of pay of the post of Joint 
Secretary by Rs.50 in the case of appointments to posts of Deputy Secretary 
and Director. 

110.7 At present, officers of the All India Services and Group A' 
Central Services arc not entitled to any additional remuneration when they arc 
appointed to posts of Joint Secretary and above under the Central Staffing Scheme. 
On the contrary. some of the officers appointed as Joint Secretaries and already in 
receipt of pay in a higher pay scale in their parent organisations arc eligible to draw 
pay only in the scale of pay of the deputation post, which results in a substantial 
reduction in their emoluments. Considering the fact that the appointments to posts 
of Joint Secretary and above are in public interest, that these officers, in the 
process, perform functions outside their normal sphere of responsibilities and that 
they arc also subjected to dislocation, we do not find adequate justification to deny 
them the Central (Deputation on Tenure) Allowance. We, therefore, recommend 
that instead of restricting the allowance only to those appointed to posts of 
Director and below, this may also be extended to those Officers appointed to 
posts of Joint Secretary and above. On the analogy of our earlier 
recommendation in respect of officers of the level of Director and below, this will 
also be subject to the condition that the aggregate of the grade pay of the officers 
and the Central (Deputation on Tenure) Allowance shall be restricted to a sum 
lower than the minimum of the next higher scale of pay by Rs 50 

110.8 Further, such of those officers appointed as Joint Secretary and 
above, who arc in receipt of pay in a higher pay scale in their parent organisation 
may be permitted to exercise the option that they may cither be allowed to draw 
their grade pay in parent organisation, without any restriction, or the grade pay of 
the deputation post along with the Central (Deputation on Tenure) Allowance in 
the maimer mentioned above. 
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INTRODUCTION 


111.1 From the very beginning of the Industrial Revolution, when 
worker? saw that their employers woe making huge profits, they started demanding 
a share in the profits. A number of attempts were made to achieve the goal of 
profit-sharing not only by workers but also by Social Democrats in various 
countries The attempts were essentially in three directions: (i) simple profit 
sharing, (li) shareholding with co-partnership, and (iii) shareholding without co¬ 
partnership. Many profit sharing schemes were started during the periods of 
prosperity' and given up during the periods of depression and recession. 

111.2 The International Congress on Profit Sharing held in Paris in 1889 
defined profit sharing as payment made in accordance with a freely agreed scheme 
of sharing, determined in advance and not variable year to year at the discretion of 
the employer, of the profits of an undertaking with a substantial proportion of its 
ordinary workers. The definition does not include schemes like production bonus, 
individual or group piece-rates or other methods of payment based on output. 

111.3 In our country, the concept of Bonus has undergone considerable 
changes over the years. Originally the term bonus’ was used the way the term 

Dearness Allowance* is used now, as compensation for rising food prices. 

111.4 In a famous judgement in 1942, the Bombay High Court in a 
dispute between the General Motors Workers Union Vs. General Motors India 
Ltd., observed that "It is an almost universally accepted principle now that the 
profits are made possible by the contribution both capital and labour make in any 
particular industry and I think it is also considered that labour has a right to a share 
in the increased profits that are made in any particular period. But the distribution 
of increased profits among the workers is better achieved by giving annual bonus 
than by a further rise in wages. Wages must be fixed on the basis of normal 
conditions." 

111.5 The Committee on Profit Sharing (1948) observed that the 
fundamental objective of profit sharing is that the worker should have a direct 
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(iv) Create suitable machinery for quick decisions on disputes regarding 
allocable surplus 

(v) Government to initiate talks with trade unions and managements to 
explore possibility of replacing bonus by long-term benefits like 
retirement pensions, temporary unemployment relief, etc. 

(vi) Scheme for creating a generalised pension fund. 

(vii) Divert part of allocable surplus in high- profit industries towards financing 
of rural employment scheme. 

These recommendations were examined by the Ministry of Finance but no final 
decision could be taken. 

111.16 In 1979, the employees of the industries run dcpartmenlally I ike 

Railways and Posts & Telegraphs not covered by the Bonus Act were paid bonus 
linking the same to production or productivity. 


AD HOC BONUS SCHEME 


111.17 The functioning of the PLB Scheme was reviewed in 1982-83 by 

a Group of Officers under the Chairmanship of Shri Bazlc Karim, the then 
Secretary (Coordination) in the Cabinet Secretariat. The Group of Officers also 
considered the demands for grant of bonus to those Central Government employees 
who were not covered by the PLB Scheme. The Group was of the view that the 
Government departments constitute a single infrastructure for the economy as a 
whole and felt that there should not be any sense of discrimination resulting in 
demoralisation among them as a group when the service conditions were uniform 
all along. They suggested the evolution of Productivity Linked Bonus Scheme for 
Central Government employees as a whole. Based on the recommendations of the 
Group and pending evolution of a single scheme of bonus for all employees, the 
remaining employees who were not covered by the PLB were allowed ex gratia 
payment equal to 15 days salary in 1982-83. The recommendation of the Group 
was examined in detail by the Government and it was found that keeping in view 
the very nature of the work and the limitations of any attempt at measuring 
productivity of the employees in sectors other than production oriented or 
commercial, evolution of such a formula was not feasible. Keeping in view the 
practical difficulties involved in laying down parameters of productivity of 
employees who were being granted ad hoc bonus, it was decided by the 
Government that there was no need for devising a formula for the purpose and that 
such employees may continue to be granted ad-hoc bonus on year to year basis 
taking into account all the relevant factors and the recommendations of the Fourth 
CPC. Accordingly, the number of days for which ad hoc bonus is to be paid is 
determined by the Department of Expenditure and announced every year. The 
Fourth CPC, in Para 22.7 of its report, had observed that there was nothing to 
prevent the Government from making ex gratia payment (ad-hoc bonus) if it so 
desired but clarified that it was in the nature of a concession arising out of goodw ill 
and cannot be claimed as a matter of right. It also held that ex gratia or ad-hoc 
bonus cannot be said to form part of a regular scheme of emoluments of employees 
to whom it is granted. 
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11118 The number of days for which ad hoc bonus lias been paid to 

Central Government employees not covered by PLB Scheme, since 1982-83 is 
indicated in the following Table - 


AD HOC BONUS TO CENTRAL GOVERNMENT EMPLOYEES 


Year 

No. of days 

1982-83 

15 days 

1983-84 

18 days 

1984-85 

23 days 

1985-86 

23 days 

1986-87 

25 days 

1987-88 

27 days 

1988-89 

27 days 

1989-90 

27 days 

1990-91 

29 days 

1991-92 

29 days 

1992-93 

29 days 

1993-94 

29 days 

1994-95 

30 days 

1995-96 

30 days 


PRODUCTIVITY LINKED BONUS SCHEMES 


111.19 The PLB Scheme in the Railways was evolved in consultation 

with the two recognised Labour Federations of the Railways, the All India 
Railwaymcns' Federation (AIRF) and the National Federation of Indian 
Railwaymen (NF1R). The principles contained in the payment of Bonus Act were 
kept in view for the purpose of determining the eligibility ceiling, calculation 
ceiling, definition of salary or wage etc. The PLB Scheme for the Railway 
employees came into force from the year 1979 and is reviewed every three years. 
The scheme envisaged measurement of productivity of the Railways by the net 
tonne kilometers for goods revenue traffic. To this was added passenger kilometers 
(for non-suburban traffic only) by converting this by a factor of 0.071 to reach the 
total equated net tonne kilometers (ENTKMs) as the output. The performance for 
1977-78 was taken as the base year. The increase of every additional 3250 million 
ENTKMs was to result in gain of a day's PLB and the decrease of 2250 million 
ENTKMs in a day's drop of PLB. No PLB was to be paid if the performance in a 
particular year fell below 90% of the performance of the base year The wage 
ceiling for eligibility was fixed at Rs.1600 p m. and for calculation of bonus at 
Rs.750 p.m. In 1983-84, a slight modification in the scheme was effected in as 
much as a new base year representing the ENTKMs for preceding three years, i.e. 
1980-81, 1981-82 and 1982-83 was introduced. It was further provided that a 
day's additional PLB was to be paid for every increase of 3575 million ENTKMs 
or part thereof and a day's PLB was to be deducted with every' fall of 2475 million 
ENTKMs or part thereof over the base year. Eligibility and calculation ceilings 
were raised from Rs. 1,600 p.m and Rs 750 p.m to Rs.2,500 p m and Rs 1,600 
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every fall of 3 points, bonus was to be reduced by one day. No bonus is payable 
if the PI falls below X5 points in any year Ceilings on emoluments for eligibility 
and calculation arc fixed by the Ministry' of Finance. The ceiling for eligibility and 
calculation were fixed at Rs.3,500 p.m. and Rs 2,500 p.m. respectively However, 
for the accounting year 1995-%, the eligibility ceiling was removed and all Group 
C and D' employees were paid bonus on the calculation ceiling of Rs 2500 p.m. 
The existing bonus scheme is under review by the Department of Telecom The 
information relating to number of days for which bonus has been paid to employees 
in Department of Telecom and the expenditure incurred since 1986-87 is contained 
in the following Table - 


Year 

No. of days 
for which 
bonus paid 

Expenditure in 
crores of Rs. 

1986-87 

42 

4151 

1987-88 

44 

53.83 

1988-89 

46 

57.07 

1989-90 

47 

59.79 

1990-91 

48 

63.85 

1991-92 

51 

64.02 

1992-93 

53 

81.62 

1993-94 

55 

104 09 

1994-95 

55 

N.A. 

1995-96 

55 

N.A. 


111.24 The details relating to method of calculation of bonus by the 
Department of Telecom, are contained in Annexe 111.2. 

111.25 The bonus scheme in the Department of Posts is based on the 
elements relating to postal services which have been culled out from the common 
formula devised for the erstwhile P&T Department 1985-86 was the first year for 
which PLB was calculated separately for the employees of the Department of Posts 
and PLB equal to 27 days' wages was paid. The PLB scheme was reviewed by a 
departmental committee in 1985 and on its recommendations, a few additional 
items of work relating to Postal Life Insurance, foreign post and pension payment 
were included in the PLB formula. However, no change has been made in the base 
year for measuring productivity which continues to be 1976-77 For the accounting 
year 1995-96, PLB equal to 40 days' wages has been paid to all Group C and D' 
employees of the Department of Posts, without any ceiling on wages for eligibility. 
A review of the existing formula is envisaged by the Department. The information 
relating to number of days for which bonus has been paid to employees in 
Department of Posts and the expenditure incurred since 1985-86 is contained in the 
following Table - 
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Year 

No. of days 
for which 
bonus paid 

Expenditure in 
crores of Rs. 

1985-86 

27 

N.A. 

1986-87 

34 

N.A. 

1987-88 

35 

47.82 

1988-89 

33 

57.06 

1989-90 

34 

48.00 

1990-91 

31 

51.51 

1991-92 

31 

50.00 

1992-93 

35 

62.00 

1993-94 

36 

87.25 

1994-95 

40 

85.38 

1995-96 

40 

92.44 


111.26 PLB was extended to Defence Civilian employees of Army 

Ordnance Corps (AOC), Corps of Electrical and Mechanical Engineers (EME) in 
the Army Head Quarters, Indian Air Force and Indian Navy in August 1980. The 
scheme for payment of PLB to civilian employees of Naval Dockyards/Repair 
Organisations and Allied/ Supporting units envisages payment of 25 days' wages 
as PLB whenever their performance reaches the Productivity Index of 100. The 
performance index for 1979-80 has been adopted as the base year. For every rise 
of 1.05 points in the index above 100, one day's extra wage over and above 25 
days’ wages is payable as bonus. Similarly, for every fall of 0.7 below 100, one 
day's wage is deductible. When the productivity index is 90. 18 days' wages arc 
payable as bonus. In the event of productivity index falling below 90, no bonus is 
payable. The maximum limit of 40 days' wages has been prescribed for payment 
of bonus. PLB scheme for civilian employees of Air Force Depots/Repair 
installations provides for payment of 25 days' wages as bonus for achieving 
productivity equal to the base year 1979-80 which has been assumed to be 100. 
For every rise of the index level by 2.1 above 100, one day's extra wage is payable 
as bonus. Similarly, for every fall of 1.4 below 100, the employees lose one day's 
wage on account of bonus. The minimum bonus payable is for 18 days' wages for 
a productivity index of 90. No bonus is payable if the index level falls below 90 
The maximum bonus payable is equal to 40 days' wages. 

11127 The Tabic showing the number of days of PLB given to industrial 

employees in Army Ordnance Corps (AOC), Electrical and Mechanical Engineers 
(EME), Indian Navy and Air Force since 1980-81 is as undcr:- 


Year 

AOC 

EME 

NAVY 

AIRFORCE 

1980-81 

25 

20 

25 

19 

1981-82 

29 

19 

Nil 

28 

1982-83 

33 

18 

23 

22 

1983-84 

33 

28 

22 

22 

1984-85 

34 

31 

23 

23 

1985-86 

36 

31 

26 

27 

1986-87 

40 

30 

25 

25 
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Legal position 


Year 

AOC 

EME 

NAVY 

AIRFORCE 

1987-88 

40 

34 

34 

28 

1988-89 

40 

40 

33 

27 

1989-90 

40 

36 

34 

40 

1990-91 

40 

30 

40 

40 

1991-92 

40 

32 

37 

40 

1992-93 

40 

36 

40 

40 

1993-94 

40 

31 

34 

40 

1994-95 

40 

31 

34 

40 


------—, 

COVERAGE AND FINANCIAL IMPLICATIONS 


11128 The Fourth CPC had estimated that the productivity-linked and 

ad hoc bonus schemes had benefited 98% of the Central Government employees, 
involving an expenditure of over Rs. 300 crorcs (approximately) for the year 
1984-85. According to the Ministry of Finance, 85% of the employees were 
covered under the two schemes in 1994-95 and the total expenditure of 
Government was Rs. 1,022.90 crorcs (PLB: Rs. 855.28 crorcs; ad hoc bonus: 
Rs. 167.62 crorcs). As per information furnished by the Ministry of Railways, 90% 
of their employees were covered under the PLB Scheme in 1994-95, involving an 
expenditure of Rs.550 crores (approximately) In the Department of Telecom, the 
cov erage of employees by the PLB scheme in 1991-92 and 1992-93 was 64% and 
70% respectively and the expenditure incurred was Rs.64.02 crorcs and Rs.81.62 
crorcs respectively. 


POSITION IN STATE GOVERNMENTS 


111 .29 While a number of State Governments like Jammu & Kashmir, 

Himachal Pradesh, Mizoram, Sikkim, Arunachal Pradesh and Orissa do not pay 
any bonus/ad-hoc bonus/ex gratia to their employees, some other State 
Governments such as Goa, Rajasthan, MP, West Bengal, Tamil Nadu, Assam, etc. 
follow the Central Government pattern in the matter of payment of ad hoc bonus. 
In the State of Tamil Nadu, ex gratia is also paid to officers not covered under the 
Bonus Scheme. In Assam, the eligibility limit for payment of ad hoc bonus is 
Rs.4,500 per month 


POSITION IN PSUs 


111 30 Section 20 of the Bonus Act stipulates that if in any accounting 

year, an establishment in public sector sells any goods produced or manufactured 
by it or renders any services, and the income from such sale or service or both is 
not less than 20% of the gross income of the establishment in public sector for that 
year, then the provisions of this Act shall apply in relation to such establishment 
in public sector as they apply in relation to a like establishment in private sector 
The enterprises or their units which do not meet the provisions of Section 20, 
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above, and arc monopolist may pay cx gratia in lieu of bonus to their employees, 
as per the parameters of Bonus Act The question whether the concerned enterprise 
is competitive or not is to be determined every year by the 
Managcmcnt/Administrativc Ministry based on the sales revenue derived by it in 
competition with the private sector 

11131 In addition to the statutory' bonus or cx gratia, as the ease may be, 

some enterprises have also introduced production incentive bonus scheme. In 
contrast to profit bonus, production bonus is linked to the quantity of production 
or rale of production and sometimes even to quality It is a payment of further 
emoluments, in addition to regular wages or salaries depending upon production, 
as an incentive to the employees to put in more than the standard performance. 
Thus, extra payment depends not on profits but on extra production. Increase in 
production/productivitv is determined on the basis of yardsticks evolved by 
individual enterprises. Functional Directors on the Boards of public enterprises 
arc, however, not entitled to any PLB or cx gratia 


REFERENCE MADE BY GOVERNMENT 


111.32 In its meeting held on 29.10.1996 the Union Cabinet decided that 

all Group C and U employees should be paid PLB and ad hoc bonus, as the ease 
may be, for the accounting year 1995*96. For the future, the entire matter relating 
to bonus to Government employees was referred to the Fifth CPC to recommend 
a clear policy- on the subject, including the formulae for determination of the 
amount to be paid to different categories of employees in various Ministries and 
Departments. Our Terms of Reference were modified vide Resolution dated 
19.11 1996 by addition of para 2(h) to our Terms of Reference as under: 

2(h) "To examine the various methodology employed for determination and 
payment of Productivity Linked Bonus (PLB) in the Ministries and 
Departments of the Central Government and recommend the general 
principles and conditions which should govern payment of bonus and also 
to recommend the specific parameters for evolving bonus formulae for 
each Ministry and Department where PLB schemes arc in force at present. 

The Commission may also examine the ad hoc' bonus scheme in force in 
those Departments where PLB schemes arc not in operation with a view 
to recommending the desirability and feasibility of introducing 
productivity linked incentive scheme and may recommend a specific 
formulae for determining the productivity index and other related 
parameters " 


EFFORTS MADE 


111.33 Taking a cue from the Fourth CPC's report that the shortcomings 

of the existing PLB schemes had been highlighted by the Ba/Je Karim Committee, 
we tried our best to obtain a copy of the report of the Ba/Je Karim Committee from 
all possible sources, including the Ministry of Finance and Ministry- of Labour, but 
without any success. We were, however, supplied an extract from the Report of the 
Ba/Je Karim Committee by the Confederation of Central Government Employees 
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and Workers, along with their memorandum on the issue of bonus 

111 34 Having failed in our efforts to procure background material on 

payment of bonus. \vc tried to approach the issue from all possible angles, 
including analysis of the existing I*LB and ad hoc bonus schemes and entrusting 
a study to the specialised agencies for evolving formulae for determination of 
amount to be paid to different categories of employees under each 
Mi ms try/Department This Commission had entrusted a number of studies to 
various specialised institutions on different subjects which were covered by our 
Terms of Reference, so as to equip ourselves with the latest position on the subject 
and the independent views of expert bodies. Going by our experience with these 
specialised agencies in regard to time taken for submission of the study reports, wc 
had to drop the idea of entrusting a study' on bonus to any such institutions, because 
the Commission could not afford to sit for another one year or more to receive the 
report and formulate its views thereafter The other alternative left to the 
Commission was to take upon itself the gigantic task of acquainting itself with the 
functioning of each Ministry/Department including its production units and 
formulating the bonus schemes relevant to each individual Ministry. Recourse to 
such a methodology would have delayed the final report of the Commission 
because our Terms of Reference were modified at such a point of time when wc 
were in the process of finalising our report. Moreover, the procedure of work 
followed by this Commission such as issue of notification in the press, inviting 
memoranda from the individuals, unions of employees, interested persons, non¬ 
officials, processing of memoranda, calling for comments of the concerned 
Ministrics/Dcpartmcnts, granting oral evidence to the memorandists/unions etc. 
would have taken considerable time. 


REPRESENTATIONS BY ASSOCIATIONS 


111.35 Meanwhile, wc received representations f'om All l* , ' J 

Railwaymcn's Federation (AIRF) and the National Fcdcr. *on 01 Indian 
Railwaymcn (NFIR) suggesting that the working of various departments and 
undertakings under the Government of India were not similar and differed from 
department to department. Indian Railways were an industry' and the Railway 
employees were industrial workers. The working and working hours of 
Railwaymcn differed from the rest of the Central Government employees. 
Therefore, the Productivity Linked Bonus should be a matter of bilaterally 
negotiated settlement. 

11136 The Postal Officers' Association urged the Commission to make 

a recommendation for extension of Productivity Linked Bonus to all employees, 
irrespective of categories, on the ground that every one in an organisation had to 
exert and contribute to productivity of the department. The distinction of 
class/catcgory in extending the benefit of PLB is a new concept introduced this 
year, because in the original Government orders the ceiling on pay and allowances 
of an individual employee was the criterion for entitlement to such benefits 

111.37 The All India Postal Officers' (Accounts) Association represented 

that the PLB Scheme in the Department of Posts was introduced as a package deal 
and not under the Bonus Act. Bonus was calculated by dividing the productivity 
by the total number of employees including the officers. Therefore, excluding the 
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officers al the lime of actual payment of bonus was irrational Since the officers 
constitute about 3% of the total staff as against ‘>7% of Groups C and D' 
employees, the financial implications would be meagre Officers in the public 
sector undertakings were getting bonus in the shape of ex gratia payment, which 
was not less than llie amount granted to the workmen Bonus should therefore, be 
paid to all employees w ilhout any ceiling 

111.38 GSI Scientific OfTiccrs’ Association submitted that bonus should 

be paid to each and every employee. Distinction among Groups A', B', C' and 
' D' for this purpose was discriminatory and should be done away with, for the sake 
of social and economic justice and to bridge the gap between the wages paid and 
living wages. 


111.39 The Confederation of Central Government Employees and 
Workers demanded that (i) the minimum Productivity Linked Bonus should be not 
less than 10% of the average annual emoluments, (li) the existing ceiling of 
Rs 2500 for determining quantum of PLB should be removed because Payment of 
Bonus Act was not applicable in respect of PLB scheme, (lii) each department 
should evolve a formula through discussion in the respective departmental councils, 
(iv) in respect of Central Secretariat and allied offices, the recommendation made 
by the Bazlc Karim Committee may be adopted because of difficulties in measuring 
productivity, (v) the PLB to daily wagers with temporary status should be 
computed on tire total emoluments and not on the fixed amount of Rs.750, and (vi) 
some scheme should be evolved in respect of part time extra dcpartmcntal/rcscrvc 
trained pool workers in P&T. 

111.40 The other main demands received by us relating to payment of 
bonus arc that (i) employees belonging to Central Board of Direct Taxes and 
Central Board of Excise and Customs should be paid Revenue Linked Bonus on 
the analogy of Productivity Linked Bonus, (ii) employees in Mints and Bank Note 
Presses should be covered by PLB Scheme rather than ad hoc Bonus Scheme, and 
(hi) there should be no eligibility and calculation ceilings. 

111.41 The Federation of Central Secretariat and Allied Offices 
Employees have represented that by abolishing monetary ceiling on bonus and 
linking it to class/status of the employee, a serious anomaly has arisen where 
officials in the higher pay scales of Rs 2000-3200 and Rs.2375-3500 have been 
paid bonus whereas Assistants/Slcnographcrs Grade C' etc. who arc in the pay 
scale of Rs 1640-2900 have been denied bonus on the ground that they arc non- 
ga/etted Group B' employees. Moreover, other employees in the same pay scale 
of Rs. 1640-2900 but classified as Group C have been paid bonus It has also 
been brought to our notice that Assistants and Stenographers Grade ‘C in the 
Railway Board who arc also classified as Group ‘ B' non-gazcltcd have been paid 
bonus They have, therefore, sought removal of this anomaly by making a specific 
recommendation for payment of bonus to Assistants and Stenographers Grade C' 
for the accounting year 1995-96 

11142 We have considered the issues and as a matter of policy would like 

to make recommendations which will have prospective effect. Past anomalies may 
be looked into by the Government themselves. 

11.43 Ministry of Railways, Department of Telecom, Department of 


. 1628 : 



Observations of 
Supreme ( Ourl 


Nature of bonus 


Concept of Bonus 


Posts and Ministry of Defence hav e suggested payment of bonus to all employees 
irrespective of pay drawn by them 


OBSERVATIONS OF COURTS 


111.44 In the ease of the Associated Cement Companies Limited Vs its 
Workmen, the Supreme Court laid down the guidelines as to when the claim for 
bonus can be justified by observing "Since labour and capital both contribute to the 
earnings of the industrial concern, it is fair that labour should derive some benefit 
if there is a surplus after meeting the four prior or necessary charges specified in 
the formula". In dealing with the concept of bonus, the Supreme Court ruled that 
bonus was neither a gratuitous payment made by the employer to his workmen nor 
could it be regarded as a deferred wage. According to this decision, where wages 
fell short of the living standard and the industry' made profit, part of which w'as due 
to the contribution oflabour, a claim for bonus could be legitimately made (1959 
SCR 925: AIR 1959 SC 967: (1959) 1 LLJ 644: (1959-60) 16FJR262: (1955) 
1 SCR 991: AIR 1955 SC 160: (1956) 1 LLJ 235, relied on). 

111.45 Some of the observations made by various authorities on the 
concept and content of bonus arc as under :- 


(a) Bonus is not a bounty graciously made by the employer It is a cash 
payment made in addition to wages. It generally represents the cash 
incentive conditionally made on certain standards of attendance and 
efficiency being attained, when the wages fall short of living wages and 
when the industry makes profits which arc partly a result of contributions 
made by the workers 

(b) Bonus is not an ex-gratia payment. It is a claim of the workers for a 
share in the profits for which they are partly responsible Thus even 
if the wages paid arc living wages, workers arc entitled to bonus under 
certain circumstances 

(c) Bonus is not a deferred wage, so it cannot have a precedence over 
dividends Although the bonus paid on the basis of any agreement or 
contract between the parties can be regarded as a deferred wage 

(d) Bonus is a cash payment made in addition to wages as a stimulus to 
extra work and efficiency by the workers 

(e) Bonus is not an honorarium. It is paid on the basis of amount of profits 
made and contribution of the workers generally to such profits, whereas 
honorarium is paid for extraordinarily good serv ices provided by an 
individual worker. 


OUR APPROACH 


111.46 It can be said broadly that the Payment of bonus Act 

(hereinafter referred to as The Act) treats the concept of bonus mainly as a 
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profit-sharing device in ail organisation In other words, the bonus payable 
under the Act is profit bonus. It is perhaps because ol this concept that Central 
Government employees have been left out of the purview of the Act. The framers 
of the Act, however, seem to have been conscious ol the fact that bonus was not 
only a profit-sharing device but also a motivational factor for increasing production 
or productivity. The Act, therefore, provided for organisations reaching an 
agreement with their employees for grant of bonus based on production or 
productivity. 

111.47 Keeping in view the time constraints and reluctance of some of the 
major Associations to depose before the Commission, we feel the best way is to 
deal with the general parameters that should govern the grant of bonus to 
Central Government employees 

111.48 An analysis of the existing bonus schemes reveals that these are 
production or output linked rather than productivity linked schemes because the 
four major components of land, labour, capital and entrepreneurship, which are 
essential for achieving production have not been assigned due weightages. Over¬ 
emphasis has been laid on the labour component The number of days for which 
PLB is payable has been increasing year after year in the ease of Railways, Posts 
and Telecommunications employees because of non-inclusion of certain important 
criteria in measuring productivity such as induction of improved technology, 
change in the work practices, replacement of old equipment, modernisation etc. We 
have also noticed that in the ease of Department of Posts and Defence Production 
Units the formulae for computation of productivity are based on the performance 
of a particular year, rather than on the average of two highest performance years. 
Capital which is one of the most important components and which goes into 
production of a commodity or serv ice has not been included as one of the inputs in 
any of the existing PLB schemes. Other important factors such as effectiveness or 
quality of service, punctuality in running of trains, delivery of letters, money orders 
etc., time taken to repair faults, accident-free running of trains, customer 
satisfaction etc. have not been included as inputs for measuring productivity. 
Provisions for disqualification also do not exist in the existing bonus schemes. 
There is a v ariation in the number of days for which bonus is paid for the same 
productivity index. While Department of Telecom pays bonus equal to 40 days for 
Productivity Index of 100. the Department of Posts pays bonus for 25 days for the 
same Productivity Index of 100. 

111 49 After considering the matter in all its aspects, we make the 

following recommendations: 

(1) The ad hoc Bonus Scheme should be replaced by a Productivity 
Linked Bonus Scheme to be evolved by each department in consultation 
with experts in the field and the departmental council of the JCM, within 
a period of 9 months from the date of notification of such a decision by the 
Government. 

(2) The bonus scheme in the Department of Revenue in respect of 
employees in Central Board of Direct Taxes and Central Board of Excise 
and Customs should be based on seizures of contraband, evasion of 
customs/excise duty, detection of under/over-iiivoicing of 
import/exports, infringement of import/export licensing laws, number 
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of searches and seizures made lo unearth black money, amount 
realised as penalty from defaulters, number of refunds made and time 
taken for issue of refund vouchers etc 

(3) The payment of bonus should be linked to productivity and not to 
production as at present because in highly mechanised and modernised 
industries such as Telecom, there is not much scope for employees to 
increase or decease the production as most of the jobs arc done 
automatically in a mechanical and routine way With the installation of 
highly sophisticated clcctronic/digital exchanges with increased installed 
capacity, the number of telephones would automatically increase without 
.any substantial contribution of the employees. Likewise, in the 

Department of Posts, with the introduction of automatic sorting machines, 
transmission of money orders through satellite and computerisation of 
most of the postal functions at the counters, the output is bound to 
increase without any significant contribution of the individual employees. 
Such changes in the methods of work or induction of advanced technology 
warrant evolution of new work norms. 

(4) The formula to be evolved for measuring productivity should be 
based on an input-output ratio by assigning due weightages to land, 
labour, capital and enterpreneurship which are the major inputs needed for 
achieving output. In case of increase or decease in any of these 
components, the weightages should be adjusted. 

(5) Other important factors such as quality of service, customer 
satisfaction, punctuality in running of trains, observance of schedule 
for delivery of letters and money orders, rectification of telephone 
faults, transportation of goods and their delivery etc. should be 
accorded due weightages while measuring productivity. 

(6) The base for measuring productivity should be the average 
performance of the two best years during the last five years. 

(7) The payment of bonus should be restricted to those employees who 
are categorised as Auxiliary and Supporting Staff and are in receipt 
of emoluments not exceeding Rs.4500 per month in the revised scales 
of pay. In other words, the eligibility ceiling shall be Rs.4500 per month 

(8) The existing calculation ceiling of Rs.2,500 should be retained. 

(9) There should be no minimum bonus either in the ad hoc or Productivity 
Linked Bonus schemes. 

(10) There should be a ceiling of 30 days' wages under the current ad hoc 
Bonus Scheme and 55 days under the Productivity Linked Bonus 
Scheme. 

(11) The practice of treating the productivity index of the base year as 
hundred and the ratio of 1:0.7 for calculating payment for 
achievements above and below the base year's index should continue. 
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In other words, additional bonus of one day shall be payable for every 
increase of one point in the Productivity Index of the base year Similarly, 
for every fall of 0.7 point in Producivity Index of the base year, bonus 
shall be reduced by one day 

(12) In the event of productivity falling below the productivity index of 90, 
no bonus should be payable, as at present 

(13) For a productivity index of 100 of the base year, one should be 
uniformly entitled to bonus for 15 days, and not 25 or 40 days as is the 
position at present in the ease of Department of Posts, Defence Production 
Units and Department of Telecom. 

(14) The concept of disqualification for bonus should be introduced. 
Employees who arc involved in departmental proceedings as for a major 
penalty or who arc placed under suspension or those who arc charged with 
criminal offences involving moral turpitude or employees whose increment 
is withheld under the scheme of performance related increments should be 
disentitled for bonus. 

(15) In order to measure accurately the productivity of service-oriented 
departments like Department of Posts, the goods produced and services 
offered by such departments should be priced according to the cost. 
Subsidy , if any, for these goods/scrviccs should be in visible terms and not 
a hidden one. 

111.50 It is hoped that the broad parameters suggested above would 

suffice. We advise Government to leave the modalities of operationalising the 
detailed. PLB schemes to individual departments which have the lime and 
resources for such a massive exercise. 
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Annexe 111.1 

(See para No 111.21) 


PRODUCTIVITY LINKED BONUS FOR RAILWAYS FOR THE YEAR 1994-95 


Existing formula for 


PI 


calculation of PLB 

PLB = - 

— xB 




Bl 


Where PI = 

Productivity Index = 

Equated NTKMs 


for current year 

— 




Open line staff strength 


Average equated NTKMs 

for the preceding 

Bl = 

— 

— 

three years. 


Average Open line staff strength 


B = 

Average of PLB days in the preceding three years 

Base Index (Bl) 




Equated NTKMs 1991-92 

= 268071 Million 



1992-93 

= 269404 Million 



1993-94 

= 268969 Million 


Average for the 3 years : 

268815 Million 

(i) 

No. of staff (Open line) 




1991-92 

= 

1556971 


1992-93 


1551473 


1993-94 

= 

1527953 


Average for the 3 years : 

1545467 (ii) 


(o 


268615 Million 


Base Index = - 


— 


(«> 


1545467 




173938 (tir) 


No. of PLB days paid (B): 

_ 



1991-92 


49 


1992-93 

= 

49 


1993-94 

= 

49 


Average for the 3 years 


49 (iv) 


Productivity Index (PI) for 1994-95 



Goods NTKMs 


249564 Million 


PKMs (Non-suburban) 


251378 Million 


Equated NTKMs 


249564 Million + 




(1071 x 251378 million) 



= 

267412 million (v) 


No. of staff 


1507901 (vi) 
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(v) 

Productivity for 1994-95 = — = 

(VI) 

267412 million 

1507901 


= 

177340 

(vii) 

(vii) 

PLB payable for 1994-95 =- x 

(tii) 

(iv) = 

177340 

- x 49 

173938 


= 

49 96 


r: 

50 days 
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Annexe 111.2 

(See para No 111 24} 


PRODUCTIVITY LINKED BONUS SCHEME FOR THE EMPLOYEES OF 
DEPARTMENT OF TELECOMMUNICATIONS 


Productivity index 
for year n 


Kn 


+ 


40x An 

7x Bn 

_ 4- 

20x Cn 

•f 

lOx Dn 

Ao 

Bo 

Co 


Do 


15x En 

8x Fn 

4 _ 

Eo 

Fo 


Where- Kn = Productivity for year n 

An. Bn etc are A.B etc. factors for year n 
Ko = Productivity index for year 1985-86 
(= 100 ) 


No of Telephones + 2x No. of Telex connections 

A = ------- - 

Wp 

No of Telegrams booked 

B = - 

Wt 

No of metered call units 

C= - 

Average No of Direct Exchange lines 

No of manual effective trunk calls 

D = --- 

Wp 

No of telephone connections + No of telex connections 

E = --- 

No of faults during the year 

No of telegrams delivered within 12 hours 

F = - 

No of telegrams booked 

Wp = No of regular employees other than telegraph traffic + 
corresponding equivalent of OTA • 0 5% casual labour 

Wt = No of telegraph traffic regular employees* 

corresponding equivalent of OTA * 0 5% casual labour 
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HOUSING : A CONDITION OF SERVICE 


SatumaUlousing 112 1 Housing is a basic human need and a v aluable tool to promote 

Policy sociological, biological and economic well being in society The National 

Housing Policy formulated by the Government of India in 1992 declares that - 

"Shelter and Development arc mutually supportive Housing forms an 
important part of the strategy of the Government for the alleviation of 
poverty and employment generation, and is to be viewed as an integral part 
of overall improvement of human settlements and economic development". 


This solemn policy declaration envisages assistance to all people, creation of an 
enabling environment for housing activity. expansion of infrastructural facilities 
in rural and urban areas, improvement in housing situation of the poorest sections 
and vulnerable groups by direct initiative and financial support of the slate within 
the overall context of policies for poverty alleviation and employment, mobilisation 
of resources and facilitation of investment in housing, promotion of more equal 
distribution of land and houses in urban and rural areas, etc. The objectives of 
National Housing Policy have a larger socio-economic perspective 

Investment in 112.2 The share of investment in the housing sector as compared to 

housing gross investments has declined from 34% in the First Plan to 9% in the Seventh 

Plan despite this being a priority sector for development planners 
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Investment ill Homing during iliITVmit l*l;m IVritHls 


Yr Plan 

Investment »» Housing as of loi.tl investment 

(Ks in crores) 

1 

M 

1150 

11 

p; 

1100 

III 

1? 

1550 

IV 

12 

2800 

V 

10 

4680 

VI 

7-5 

12991 

MI 

90 

3145K 


112 3 The acute shortage of government residential accommodation has 

to he examined in this context of scarce resources The acute resource constraint 
has inhibited improvement in the housing satisfaction level for Central Government 
Emplovccs With the sole exception of Indian Railways, the housing satisfaction 
level for Central Government civilian emplov ccs has been very poor, as indicated 
below > 


housing facilities to c km kai. guvkkxmum kmimovkks an overview 


Department No of Staff Quartets Satisfaction 

Hostel 

Mousing 

Rent f ree 

{.ease 

Haste Separate 

level (*• age) 

Accommo¬ 

Welfare 

AsAOituno 

- Acconun. 

»- Attietu* Pool 



dation 

t)rgn 

daluMt 

datum 

tics in 







Quarters 

Railways 1 o.02,051 0,22,°*: 

38 X'J 

Yes 

Yes 

V 

Yes Some without No 






baste amenities 

Telecom 3.8 Vo 48 27.540 

7 It 

NA 

NA 

NA 

\A 

NA NA 

Posts 2.8-.0I6 20.880 

7 2" 

No 

No 

Ye> 

No 

Yes No 

Defence 6,’2.216 NA 

15 to 2° 

Yes (m 

No 

No 

Yes 

Yes No 

Civilians (partly covered by 


some 


tsomc 

only D G 

(except 

General Pool) 


digits) 


eveep 

Defence 

lot DR DO. 





lions) 

Estates 

Au Force) 

General 11.00.000 92,071 

8 3" 

Yes 

Yes 

Yes 

No 

Yes Yes 

Pod (estimated) 







3,25.10° (Projected Demand 







based on tunited applications) 







Average Satisfaction level : 

16 73 



NA Not. 

Available 



Note Data received during 1993-% 

112 4 The resource position is not likely to improve. The target outlay 

of Rs.97,500 crores for housing sector in the Eighth Plan is too ambitious This 
is further underlined by the meagre allocation of Rs 140 crores against requirement 
of funds for general pool houses to the extent of Rs 1000 crores during the 8th Plan 
period. Indian Railways have shown some improvement in this respect - average 
annual expenditure on construction of staff quarters increased from Rs. 112.10 
crores during 6th Plan period to Rs. 126.26 crores during 7th Plan period. In 
addition, staff quarters in Railways are constructed along with various Railway 
projects viz., new production units, new lines, gauge conversion and doubling, etc 
However, the Department of Telecom are aiming to achieve a satisfaction level of 
only 14% during 8th Plan period and the acute shortage of residential 
accommodation in the Department of Posts and for Defence civilians is likely to 
continue The position is not very comfortable in Railways either - almost 
one-fourth of the houses, allotted to essential category Group ’C and Group 'D' 
staff are sub-standard houses, i.e., without basic amenities such as kitchen, 
bathroom, verandah and latrine 


112 5 The available data indicates following housing satisfaction level 

in different countries and Indian PSUs > 
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position of 
Government 


Country 

China 

Sri Lanka 

Thailand 

Japan 

Canada 

units Indonesia 
Singapore 


Housing Satisfaction Level 
100 % 

Very few on functional requirements 
30% 

38.2% 


Only for operational requirements 30.000 residential 
Only to high level positions 


100 % 


PS Us : 


BHEL 

MTNL 

HAL 

Rashtriya Ispat Nigam 
National Fertilizers 
EIL 
IT1 

FCI 

Bharat Aluminium Co 


41% 

2 5% to 25.5% for different types of quarters 

12 4% to 100% in different units 

55% 

65% 

Negligible 

3% to 84% in different units 
7% 

Workmen - 78% Executives - 100% 


112.6 Previous CPCs maintained that though there need not be an 

insistence on 'Housing' to government employees being a matter of right or 
condition of service, yet there was a need for Government to provide residential 
accommodation to its employees not merely as a welfare measure but also for 
improvement in their efficiency We are inclined to agree with this general 
proposition. A study conducted in South Korea some time back revealed that 
labour productivity increased by about 27-30% as a result of housing programmes. 
While the Central Government is committed to providing residential 
accommodation to the maximum extent possible to its employees as a welfare 
measure, the desired satisfaction level needs to be assessed carefully, particularly 
in the context of the renewed emphasis on downsizing government machinery' and 
the changing role of the government in the newly emerging economic policy regime. 
A perspective plan for construction of General Pool accommodation undertaken by 
the Ministry of Urban Affairs and Employment projected a housing satisfaction 
level of 70% in Delhi and 50% in other stations This can be taken as a benchmark 
guideline for planning of residential accommodation to Central Government 
Employees(CGEs). We accordingly recommend that the Government make 
efforts to achieve the housing satisfaction level of 70% in Delhi and 50% in 
other cities and towns, within a period of 20 years. 


IMPROVEMENT IN HOUSING SATISFACTION : HIRE- 
PURCHASE, LEASE, COOPERATIVE HOUSING, HOUSING FUND 


112.7 The resource position of the government is not likely to improve 

to the extent that requisite allocations arc made for housing all Central Government 
employees Even the scaled down target of housing 70% of the employees in Delhi 
and 50% of the employees in oilier stations is difficult to achieve with government 
resources alone - tins would require construction of 8000 quarters annually for the 
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next 20 years for gcncr.il pool accommodation, which caters only to approximately 
10% of the central government civilian employees The government could not 
accept the Third and Fourth CPC's’ recommendation on taking houses on long lease 
for employees due to the additional financial liability that this would have entailed 


112 8 The suggestion of the Third CPC that government should enter 

into hire-purchase agreements with House Building Societies, Local Development 
Authorities, Housing Boards. Improvement Trusts, etc , and make houses built by 
those authorities available to the non-transfcrablc employees already in occupation 
of government accommodation was also probably not found to be feasible or 
practicable There might even be problems of financial liability on account of local 
taxes, etc. on hire-purchase transactions Moreover, the resources of the House 
Building Socictics/local bodies arc too meagre to make any significant impact on 
this problem 

112.9 The problem of housing is intricately interwoven with a complex 
of issues relating to population, land, finance, transport, taxation, building industry 
and law’s relating thereto The non-availabilitv of developed land at reasonable 
prices, poor infrastructural facilities in respect of water supply, sanitation, etc., 
expensive housing finance and ever increasing prices of building materials arc 
some very serious impediments to improvement of the housing situation For 
Central Government employees the conventional measures like housing loan, PF 
withdrawal schemes and encouragement to build houses on a cooperative basis, 
etc., have not made any significant impact on the problem of housing. The Fourth 
CPC was quite realistic in observing that it was unlikely that the satisfaction level 
for government residential accommodation would improve appreciably in the near 
future. The Commission, therefore, advised that the employees should be 
encouraged to acquire their own houses 

112.10 Let us now examine government’s role in providing and 
facilitating availability of critical inputs to encourage government employees to 
acquire their own houses. The role of govt, in this regard has to be essentially 
considered in the context of the process of economic reforms in the country. A 
recent study by the Economic and Scientific Research Foundation, New Delhi, has 
concluded that the future course of economic reforms in India needs to be related 
to the socially responsible market economy. The study emphasizes that the second 
phase of the reforms must drastically change the pattern of public expenditure by 
Central and State Governments in favour of expenditure in the social sector. The 
study predicts that this would help India replicate the successes of South East 
Asian countries and combine high growth with more equitable distribution. This 
renewed emphasis on investment in social sector - education, health, housing, etc. 

- in the changed economic context is gradually catching the attention of planners 
and decision makers in government. In fact, the investment on housing is also very 
good economics - it promotes biological and sociological well- being and thus 
improves the propensity to save. This in turn can promote economic development 
at a faster rate than investment in other sectors of the economy The government's 
decision to increase investment in this area can induce economic forces to bring 
about revolutionary’ changes in the real estate sector 

112.11 Land is a very crucial input in housing - high land prices in 
metropolitan cities and towns take housing bey ond the reach of even the highest 
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paid government servants Speculators and land mafia, actively aided and 
protected by powerful vested interests manipulate land prices A serious 
consequence of high land prices is high density of population, greater pressure on 
civic services and proliferation of slums The l irban Land Ceiling and Regulation 
Act (ULCRA) was enacted in 1976 to bring about equitable distribution of land, 
in excess of the ceiling limit between 400 and 1500 sq. meters. Subsequently. 2 5 
lakh hectares of land were declared surplus but only 3X.000 hectares was acquired 
Even this acquired land was said to have been utilised cither for building 
government offices or parks It is alleged that large tracts of land in urban areas 
like Bombas arc held by industrialists, trusts and rich people under fictitious 
names A proper implementation of ULCRA can release precious land for 
housing The government must give serious thought to this proposition and gather 
political will to make developed land available to people including C'GEs at 
reasonable prices. 

112 12 Observations of the Economic and Administration Reforms 

Commission (EARC) headed by Dr. L.K. Jha in its Report No 11 on ’Rent Control’ 
in this respect arc quire relevant 

"The basic conception underlying the Act was that those holding land in 
excess of the prescribed ceiling should part with it at low prices to the State 
Government, who would then have at their disposal sites on which construction 
could be started. In practice, the Stale Governments - for a variety of reasons 
including the lack of resources - have been unable to undertake a house-building 
programme of their own on these surplus lands. The ow ners of the land in excess 
of the ceiling are also not given permission to build on it In fact, they often face 
difficulties even in selling or building on land which is within the ceiling merely 
because they have or arc suspected to have land in excess of the ceiling As most 
of the land declared surplus can neither be sold nor gets built upon, the price of 
urban land has been shooting up, attracting not only genuine buyers but also 
speculators and black money. Building prices and rents have recorded a substantial 
increase 


We believe it was not the intention of either the Government or Parliament 

that the ULCRA should lead to the kind of results that it has. Urban housing 

seems to have got into a vicious circle. Non-availability of building sites comes in 
the way of investment by those who have the funds, and lack of finance limits 

construction by the Government which docs have a lot of land at its disposal. 

It is, in our judgement, possible to evolve arrangements under which such surplus 
land as has come to the Government under ULCRA and priv ate capital seeking 
investment in housing can be brought together in a socially beneficial manner" 

112.13 The EARC made following specific recommendations in this 

regard 

l ) A time-bound programme be adopted to finalise arrangements for 
the start of construction on the surplus land at the Government’s 
disposal, whether by governmental agencies or by private ones 
Within three months the plots of land on w hich construction by 
Governmental agencies can start w ithin a year should be 
identified The rest should be promptly allotted to others in 
accordance w ith a scheme of priorities. 
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n) The first preference in priorities of allotment should be to 
corporate bodies in the public sector as well as in the private 
sector who are looking for land to construct housing for their 
own employees 

ni) Since the allotment of land to private parties will place additional 
funds at the disposal of Government, these could be utilised for 
expanding public housing programmes 

In fact, the government surplus land could be allotted on priority to 
organisations like Central Government Employees Welfare Housing Organisation 
(CGEWHO) and Indian Railway Welfare Orgamsation(IRWO) 

112.14 Non-availability of finance at affordable cost is yet another 

constraint in growth of housing for CGEs The government resources would 
always be limited. There arc. however, signs of welcome change on this front ever 
since the National Housing Bank (NHB) came into being in 1988. The housing 
finance sector is growing at a very fast pace The NHB which has been conceived 
as an apex agency to link housing finance system with financial sector as a whole 
and facilitate the promotion and regulation of housing finance institutions in the 
public and private sector, has since recognised some 21 housing finance companies 
(HFCs). A large number of housing finance companies have been promoted in the 
joint sector during 1987-89 - Canfina Home. Central Bank Home Finance, BOB 
Home Finance, L1C Housing Finance, GIC Housing Finance, etc. It is now said 
that there is a virtual boom in this sector w ith more than 600 companies in the fray 
including DCM group, Escorts, Apple Finance. Vidcocon, ITC, Essar Gujarat, 
Lloyds Finance and Kotak Mahindra A welcome outcome of this fierce 
competition could be availability of cheap funds to people at large including CGEs 
With the economic reforms on the country's agenda and impending globalisation 
of the Indian economy, new ideas which arc emerging may facilitate and hasten this 
process. Some of the ideas arc 

i) Floating of Joint Sector Housing Companies with public and 
private agencies sharing 25% and 24% equity holding and 
remaining 51 % being public equity. 

ii) Legislative changes in the property laws which curtail the market 

hi) Implementation of standardised credit appraisal, loan structure 

and interest payment procedures by regulatory' authorities, 
particularly NHB 

iv) Housing re-finance for individual loans - securitisation of loans 

wherein pools of individual loans or receivables arc 

packaged, underwritten and distributed to investors in the 
form of securities 

v) Changes in the laws to enable sale of property in ease of default 

by the borrower, uniform procedures in underwriting methods 
and loan origination procedures, introduction of mortgage 

insurance, etc 
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vi) NHB to raise funds in the global market at low interest rates ol 
5-6% and pass on to MFCs 

vii) Clubbing of housing finance with real estate development 
projects 

viii) Integration of housing finance companies with the commercial 
banks 


112.15 With the mind boggling changes in the financial sector on the 

horizon, the government need not be unduly concerned about the availability 
of funds. It can, however, underwrite and help in obtaining loans for the 
CGEs in a tripartite arrangement. The government should contract housing 
loans from Housing Finance Companies and provide House Building Advance 
(HBA) to employees on usual terms till cheaper housing finance becomes a 
reality. This has already been tried out by State Governments like Himachal 
Pradesh, Jammu and Kashmir, etc., and has been very successful. 


112 16 One more option to augment financial resource base for housing 

with minimal burden on the Government is to create a Central Government 
Employees Contributory Housing Fund as earlier recommended by the Fourth 
CPC Salient features of this Fluid Scheme recommended by the Fourth CPC were: 


i) 


Variable rates of contribution according to category : 
Category Monthly Contribution (Rs.) 


A 

B 

C 

D 


200 

150 

100 

50 


Maximum period of contribution (optional) 120. 1XO. 300 oi 360 months. 


n) Rate of interest = 13% i c.. one percent more than interest on PF. 
Additional one percent at the time of maturity by Government as a welfare 
measure. 

m) Tax exemption on contributions to the fund 

iv) Fund to be managed in the same manner as CGEGIS 

v) No advance from the Fund 


The monthly contribution with 10% and 13% compounding rates of 


interest would yield following amounts 




Monthly Contribution 

Accumulated Amount 




20 \ rs 

.30 > 

rs 


u 10% 

a 13"u 

a 10% 

a 13% 

Rs 

Rs 

Rs 

Rs 

Rs 

UK) 

68.730 

97.136 

1.97.393 

3.58,012 

2(X) 

1.37.460 

1.94.272 

3.94.7X6 

7.03.678 
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300 

500 


2.06.190 2.91.409 

3.43.650 4.K5.68) 


5.92.178 10.55.517 

9.86.964 17,59.195 


Multi-pronged 

strategy' 

necessary* 


Support to 
cooperative 
societies 


Leased 

A ccommodation 


Ceiling limits in 
Railways 


Provision of 
leased 

accommodation 


112 17 The Housing Loan Scheme (HLS) from HFCs and Housing 

Fund Scheme (HFS) arc proposed lo be introduced together to make a 
multipronged attack on the problem of housing for CGEs In the event of cheap 
housing funds being available in future, the Government might consider phasing 
out the proposed Housing Loan Scheme (HLS). 

112.18 The Central Government can also lend positive support to 
cooperative group housing of CGEs by making surplus land available to them at 
cheaper rates There is merit in the demand that the government should make 
cement and steel available to housing cooperatives of the employees at subsidised 
rates. The government should also increase allocation of funds to cooperative 
housing in the same proportion as for housing sector in the Eighth Plan. 

112.19 The National Cooperative Housing Federation (NCHF) has 
recently conducted a very interesting study which reveals that not a single life was 
lost in the cooperative houses of strife-torn Punjab, Jammu and Kashmir, Assam 
and Delhi even at the peak of noting It is quite rightly maintained that cooperative 
housing can promote national integration as people from all parts of the country 
become an extended family. Sharing of resources in a cooperative group housing 
ensures economy. The government should take measures to ensure that the 
interest of cooperative group housing sector are protected in the globalised 
market economy. It is understood that a draft model law to overcome the 
legal hurdles faced by the cooperative housing sector is being prepared. This 
should be expedited. ~ 

112.20 On the Railways, leased accommodation is provided to the 
employees atplaces where necessity for hiring houses arises suddenly on account 
of setting up of a new construction organisation or due to organisational changes 
in the set-up, such as, divisionalisation or setting up of a new zone. The need for 
having to seek hired residential accommodation also arises if the Zonal Railways 
do not keep up their quarter building activity in line with strength of the officers. 

112.21 Powers for hiring accommodation for gazetted officers vest only 
in the Railway Board. In respect of non-gazetted staff, the General Managers of 
the Zonal Railways have powers lo hire private buildings for use as residence 
Rent ceiling limits applicable since March 1996 for various grades of officers in 
different classes of cities arc as follows - 


Grade 

A-CLss Cities 

HI 

H II 

c 


(Rs) 

(Rs) 

(Rx) 

( R.\ ) 

SAG A above 

1.500 

4.500 

4.000 

1.000 

JAG A SG 

4.500 

4.000 

1.500 

2.yj0 

STS/JTS Group 'R Officers 

4.000 

1.000 

2 750 

2.000 


112.22 Leased accommodation is also used by the CAG and the Ministry 

of Defence on an extensive scale Leased accommodation in field organisations 
should be provided to ease the problem of housing as done in these 
organisations. Each department can work out the ceiling limits - number of 
quarters and rents - for this purpose on the pattern of these organisations. 
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1 12 23 Accordingly, we make the following recommendations:- 

Thc Government should providc/facilitate - 

i) Availability of cheap developed land with or without private 
sector participation. The Government must conduct a surv ey to 
identify surplus land available with Railways, other Central 
Government departments and in Defence cantonments The 
Government may also consider suitable liberalisation of the 
provisions of the Urban Land Ceiling Act with a view to 
removing the inhibiting factors in the utilisation of urban land to 
case the housing situation in the country The existing land use 
pattern of Government buildings should also be changed so as to 
provide for multi-storeyed flats instead of independent bunglows 

ii) Priority allotment of land to Central Government Employees 
Cooperative Housing Societies and to organisations like Central 
Government Employees Welfare Housing Organisation 
(CGEWHO) and Indian Railway Welfare Organisation (IRWO); 

iii) Massive infusion of cheap housing finance through National 
Housing Bank, Housing Finance Companies and by encouraging 
private/joint sector housing finance companies; 

iv) Adequate repayment capacity of Central Government 
employees; 

v' Leased Accommodation ; Government must take residential 
accommodation on lease and provide it to employees. The 
dwelling units constructed by Government employees with or 
without the assistance of Government should also be taken by the 
Government for this purpose. The Government must, however, 
ensure the following in such eases 

- Adequate Rent 

- Periodic Revision of Rent 

- Vacation after termination of lease-contract 

Government may also allow "self-lease" of residential 
accommodation. 

The permissible lease amount may be fixed by the Government 
keeping in view the costliness of the location and entitlement of 
residential accommodation In ease of self-lease, the lease 
amount (after adjustment of recov ery in lieu of licence fee) should 
be equal to house rent allowance admissible to the employee 

vi) To further augment Government residential housing stock 
following may be done :- 

The residential properties taken over by the Government 
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under the provisions of Income tax Act and Smugglers and 
Foreign Exchange Manipulators’ Fugilivc of Property Act should 
he allotted to Government employees instead of auctioning such 
properties 

The Government may work out a suitable hire-purchase scheme 
with a view to providing a dwelling unit to each Central 
Government employee at the time of or before his retirement Tor 
this purpose the surplus government land and extra budgetary 
resources for housing finance discussed above can be utilised 
The Government may also take suitable legislative measures to 
provide exemption to such hire-purchase transactions from local 
taxation 


vii) The proposed contributory Housing Fund Scheme may have the 
following salient features > 

Compulsory for all Central Government Employees (except 
those who already own a house) The house-owning employees 
may be given an option to join the scheme and if they opt out. 
they should be made ineligible for loans under Housing Loan 
Scheme (as per HBA terms and conditions) or any other 
concession which may be granted to cmployccs/group of 
employees in this regard 

Variable rates of contribution according to category > 


Category 
Auxiliary 
Support Staff 
Supervisory 
Executive 


Monthly Contribution (Rs.) 
100 
200 
300 
500 


Maximum period of contribution (depending upon the length of 
service before superannuation) : 

120, 180, 300 or 360 months. 

Rate of Interest : One per cent more than the interest on 
Provident Fund. Additional one per cent (Bonus interest) at the 
time of maturity by Government as a welfare measure. 

Income Tax exemption on contributions to the fund. 

No advance permissible from the Fund 
The Housing Fund be kept outside the Government and managed 
by a Trust comprising trustees representing contributors and 
sponsor The detailed modalities in this regard may be worked 
out by the Government on similar lines as for Pension Fund 
recommended bv us 
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to 112 24 The optimistic future scenario of plenty. in cheap housing finance 

and the Government providing developed land at concessional prices to CGts 
should not make one oblivious of the harsh leahties of the real estate sector at 
present 


The data and statistics compilcd/collected In us reveal the following > 

i) Maximum admissible House Building Advance is only i/3rd to l/6th of 
the cost of construction * 


S No Pay raiye of 

Type of Aicatn 
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i ost of 
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. ■ lain 1 suoscied 

Implex rrv 
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Rs 

acconitno- 
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Rs s'; 

tOstoliOIV 




sivc o! cost 
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t 4 

5 
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M 

I rS0-94C 
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?A»'.2X3 
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-s ...c 
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: : :-i 
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2 2' • 

v s .. is; i'o 

S V>00 44*- 

V A UN V* 

Wt 

II ~-1V» 

2 \a 

; x tv 


ft 4500-NR^ VI* 

* Sole Hie sanctioned wiumnt of HBA is always less than atfcni'MH: auv»;nt due to /.r :\*m u enisled h\ tepaxmeiit capacity 1 ).da received 
in I‘*>5 iSoun.ir Ministry of Urban Affairs and KmptoviiKnt) 


ii) Cost of construction in and around Delhi in 1 WO was 3 to 6 times more 
than admissible HBA (Source : Indian Railway Welfare Organisation) 
(Annexe 112 1) 

in) Residential building cost index increased by 3.5 times for Delhi during 
19X4-1994 

Residential Building Cost Index Number for Delhi (Base 1950 = 100) 


Year 

atcrial 

Building M 

Building Labour 
(Weight ; 73.00) 

Building Cost 
(Weight: 27 00) 

(Weight 100) 

(I) 

(2) 

(3) 

(4) 

19X4 

994 74 

X 04.06> 

94322 6 

19X5 

1127 42 

909 10 

1069.47 

1986 

1164 09 

1023 1 1 

1 126.03 

19X7 

1193 04 

1279 71 

1216 44 

I9XX 

1327 66 

1376 69 

1340 90 

19X9 

1576 75 

1593 43 

15X1 25 

1990 

1X43 65 

1X00 25 

1X31 93 

1991 

265X 90 

1974.6X 

2474 16 

1992 

3064.17 

2253 65 

2X45 33 

1993 

328X 20 

2514 X5 

3079 40 

1994 

3454 XX 

2902 X6 

3305 X3 
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(Source National Buildings Organisation ) 


iv) Urban Land Prices in metropolitan cities of the country during 19X4-85 to 
1992-93 have increased many times (Source Town and Country 
Planning Organisation) 

v) Percentage increase in prices for apartments in Delhi during 1994*95 
ranged between X8% to 114% 

Delhi Price Trends - Apartments 
Market Price for 2000 square feet Apartment 


Locality 

September 1994 
(Rs. in lakhs) 

September 1995 

% increase 

Greater Kailash 

3600 

70.00 

95 

Prithviraj Road 

80 00 

150 00 

88 

Sakct (DDA) 

14 00 

30.00 

114 

New Rajcndra Nagar 

32.00 

65.00 

103 

Karol Bagh (WEA) 

5000 

95.00 

90 

Janak Puri 

25.00 

50.00 

100 

Sakct 

30,00 

60.00 

100 

Mayur Vihar 

8 00 

15.00 

88 

Prcct Vihar 

30.00 

57.00 

90 

Noida (independent bunglows) 40 00 

75.00 

88 


(Source : The Observer of Business and Politics. New Delhi dated Octolier 13, 1995) 

vi) Cost of Land in Gurgaon Sector along National Highway 8 in secondary 
market is as follows: 

Cost per Square Yard (Rs) 

I) Premium paid by the buyer 3,000 00 

ii) ’ Registration money reimbursed 134 20 

by the buyer to the seller 10% of 
HUDA rate per square yard 

iii) Further payment of 15% registration 201 30 

to be made by the purchaser within 

30 days of allotment 

iv) Balance payment in 9 equated 1,489.50 

half-yearly instalments with 18% 

interest 


v) Total cost 4.825.00 


vi) Add interest cost on initial 4.300.00 
payment of Rs.3335 50 at 
18% for 5 years _ 
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Final Cosl 


‘U 25.00 


HBA inadequate 


Employees ’ 
contribution 


Sensitivity 

analysis 


{Source : Ttic Observer of Business and Politics, New Delhi dated 
October 13, 1995) 

vti) Number of years a househol d wpu I d take to s av e for a Rs 10 lakh 

house in Dclht/Bombav 

93% of the hoscholds will take 10 to 50 years to save for a house 
of Rs. 10 lakhs. (World Bank Data) 


Percentage of Household 
56% 

25% 

12 % 

4% 

3% 


Cost of house m terms of years of annual income 
50 years 
25 years 
16 5 years 
11 5 years 
No estimate 


(Source: The Observer of Business and Politics. New Delhi, November 10, 1995) 


112.26 HBA scheme being a soft loan has been very helpful for CGEs. 
However, this has proved to be very inadequate due to high cost of constructing a 
dwelling unit and limited repaying capacity of the employees The cost of a second 
loan and monthly rcpa\Tncnt instalment is beyond the means of any single earning 
government employee A comparative review of some important Housing Finance 
Schemes may be seen at Annexe 112 2 

125.27 The housing schemes promulgated by the government envisage 
that an individual would contribute 40% of the cost of the dwelling unit from his 
own resources However, it is almost impossible for any government employee to 
save such an amount out of his meagre emoluments 

112.28 The HBA scheme quite obviously needs to be retained and 
reviewed, pending the realisation of the future scenario of cheap housing 
finance. 

112.29 We made a sensitivity analysis on admissible House Building 
Advance and repaying capacity vis-a-vis cosl of construction (excluding cost of 
land) advised by the Ministry ofUA&E for different types of dwelling units as per 
entitlement on different pay ranges. The results of this analysis are as follows 


11 BA i COST or f-T)N 5 TRt- r f~NO> , META VIM. CAPAtl 1 y ; Ka | It tS 

\1 axirmim Admumbdity HBA <'oar ofCitmstrnclnm K t «i| m*I' tun q\d 

i excluding land) HHA ■ bitetv't 


Pay R'wpe* 

3 turves 

3 5 tunes 

4 timet 

itr* 

' 

5** 

fu 

R* 

kt 

kt 

Ka 

fU 

50 tunes luw p«y i 

4K 

56 

64 

on 

u>~ 

122 

1 

62 

n 

81 


tip 

122 

3 

96 

113 

129 


It’’ 

122 
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Wc find that - 

• HBA amounts and repaying capacity arc most favourable for middle 
level pay ranges 

- The repaying capacity ts adequate in respect of all pay ranges even if the 
existing maximum admissibility limits and rates of interest are retained 
with 3 times assumed pay range 

- HBA amount for lowest assumed pay range of 3 times with existing 
admissible limits is inadequate, i c. 48% of the cost of construction 
(excluding cost of land). This is further curtailed by the repaying capacity 
which is only 96% in this case The amount of HBA would be very 
moderate due to exclusion of the cost of land in the cost of construction 
advised by MOUA&E 

- The repaying capacity improves with reduction in rates of interest to 
7.5% & 5% 


- Reduction in maximum admissibility limit would adversely affect Iowa 
and higher pay ranges in respect of HBA amount vis-a-vis cost of 
constmetion, 

112.30 The cost of construction advised by MOUA&E does not include 

cost of land. Land is very expensive in cities and towns. The prices would 
continue to increase due to inflation. An annual price rise of say 15% in an A-1 city 
would result in a massive increase in the market price of a Rs. 10 lakh dwelling unit 

05 years hence Rs.20.11 lakhs 
10 years hence Rs.40 45 lakhs 
15 years hence Rs.93.58 lakhs 


The vicious circle of poor pay, no savings and unaffordable cost of a dwelling unit 
would thus continue unless some substantial relief is given to CGEs by way of 
increased pay, higher amount of HBA, tower rates of interest and periodic revision 
of HBA structure with commensurate repaying capacity 

11231 The following provisions in respect of HBA are recommended :* 


Existing (1 * ) ftiipnsed (Rs 9 
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Subsidy on 
interest 


Loans from World 
Bank ADB 


MBA 

Maximum adiHiXMhlc amount J 5 lakhs •»: tin- pssvnt amount 1 

Quantum No change pn»|H»\cd i c . V) dines the inon'hh lw\u- p.a 01 the 

actual coed of commit hon acquisition .'i i-p.*'- i ;c , >| i it\ or 
Rs 7 5 lakhs winch ever is the least 

l at Rural Are*' No change i e K0% of the cost of tonviuu don . uit.. n.n* 

* luchevei is lowei 

I»« enlargement of existing V> months pay w Hs *0.000 SO months p.o , i K s ; v , ,V to 
home whichever is less is hit In-w: o i." 


Rate of Intetest Amount ofLo*J\ Sanctioned l iotn ?o ? **0 
Rs oiim aids 


Upto 25.000 

' 5** 

25.001 to 50.000 

- V. 

50,000 to ‘’5.000 

4 0% 

^ 5.001 to 1.00.000 

4 0% 

1,00.000 to 1.50.000 

10 0% 

1.50.001 to 2,00.000 

no*. 

2.00.001 to 2.25.000 

11 5% 

2.25.001 la 2,50.000 

12 0% 


pio I s l.ikhs 

. s to * l.il .'is 
1 to ' 1.0 *1' 
Mo" v;,kln 


Recovery 
Cost Oiling 


No change ptojKisert 

Minimum 2 5 lakhs ** 5 Ukhs 

Maximum t lakhs 1K lakhs 


Proposed Housing Fund Scheme (HFS) andHBA 

112.32 It is common knowledge that the prices of building materials 

(which according lo an estimate by National Buildings Organisation constitute 65% 
of the cost of a house) increase more than the general increase in price index. The 
substitution of conventional building materials like cement and timber by other 
natural and synthetic materials has not been achieved on any significant scale to 
make an impression on this problem Similarly, land prices particularly in 
metropolitan cities and towns increase manifold in a short span of time In view 
of this the accumulations under proposed Housing Fund or the amount of proposed 
new HBA scheme may not catch up with ever increasing prices. In any case, the 
proposed housing fund scheme, would take considerable time to yield benefits 
to the employees. The HBA scheme, therefore, is proposed to be continued 
with Housing Fund Scheme. 


Housing Loan Scheme (HLS) 

112.33 A large number of Public Sector companies grant interest subsidy 
on housing loans. The interest rates in some PS Us are also much lower than rates 
of interest on government HBA. The cost of housing finance in the market is very 
high for a government employee His capacity to repay is also very limited. It is 
impossible for any govt, servant today to repay two loans - HBA and market loan 
- together. The government may therefore consider raising loans from Housing 
Finance Companies for House Building Adv ance funds in addition to existing 
resources as proposed earlier. Since the proposed HFS is not likely to yield 
desired benefits in the near future, the HLS is proposed to be introduced 
together with HFS. The entire package of HBA/HLS and HFS can be 
reviewed periodically. 

112.34 The Central government could consider borrowing funds 
from the World Bank and the Asian Development Bank at low rates of 
interest (approx. 4%) involving repayment over 20-30 years with a payment 
moratorium of 7-10 years. This would be justified considering housing of 
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cmployccs/workcrs as pari of infrastructural dev elopment in any plan involving 
massive relocation of trade and industry as in the ease of New Bombay and 
National Capital Region If such a loan could be secured, the benefit can be passed 
on to the employees in the form of cheaper housing finance or government can take 
up housing projects for employees on its own. 


Social Security net for HBA 

112 35 In the event of death of an employee, the outstanding loan balance 

is recovctcd from final settlement benefits This creates hardships for the family. 
Some of the State Governments have introduced a scheme to write-off outstanding 
HBA balance including interest liability in ease of an employee's death The loan 
is insured by the State Governments This is a very good welfare measure. We 
recommend that the Central Government likewise insure housing loan 
(including loan raised from the market under HLS) without contribution from 
the employees and write-off the outstanding balance including interest in the 
event of the death of the employee. However, in case any member of a 
deceased employee's family is given compassionate employment, the entire 
liability of loan repayment should be passed on to this member. 


HOUSE RENT ALLOWANCE 


112.36 The inadequacy of House Rent Allowance for CGEs is a 

chronic problem. The rates of HRA arc totally unrealistic when compared to 
market rates of rent. The situation is particularly distressful for CGEs in 
metropolitan centres and industrial towns where rents rise rapidly. A comparison 
of HRA rates for an 'A' class city with approximate rent charged by landlords in 
Delhi indicates that HRA rates arc merely 10 to 13% of the market rents. 


HRA and Market Rent 


S No Pay Range 

House Rent Allowance Type of A 
admissible m A' Class modatton < 
nty 

ccom Market Rent 
entitled charged by Dte 
of Estates for 
the type of 
accommodation 

(Rs) 

$ 

Approximate rent 
charged by Pvt 
Landlords 
in Delhi 

HRA as a 

54 age of 
rent char¬ 
ged by pri¬ 
vate land¬ 
lords in Delhi 

1 2 

3 

4 

6 


1 750-949 

150 

A 

1800 

1500 

1054 

2 950-1499 

250 

B 

2850 

2500 

1054 

3 1300-2799 

450 

C 

3900 

3500 

12 8654 

4 2100-3599 

600 

D 

4725 

5000 

1254 

5 3600-4499 

800 

H-ll 

5400 

6000 

13 3354 

6 4300 and above 

1000 

K-I 

MOO 

7500 

13 3354 


Source Ministry of Urban Affairs and Employment Data received in 1995 


112 37 The recent enactment of Delhi Rent Control Act (DRCA) 1995 

would further enhance the market rents This Act would set the pattern for 
amendment of rent control laws in other States and UTs. Although the objectives 
of DRCA are to rationalise the present rent control law by bringing about a balance 
between the interests of landlords and tenants, to give a boost to house building 
activity, maintain the existing housing stock in a reasonable state of repair, to 
reduce litigation between landlords and tenants and to ensure expeditious disposal 
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of disputes between them etc . the following would adversely affect the 
tcnants/prospcctivc tenants- 


Urban scenario 
in India 


Increase in rents 


i) Exemption of all new apartments from the ambit of the law w ould 
make all such houses virtually out of reach of those who cannot 
afford high rents 

ii) The 10% rise in the standard rent based on constructional cost 
and the market price of the land at the time of construction would 
hit the middle and lower class hard With real estate prices 
sky-rocketing every year even a modest flat would cost nothing 
less than Rs.4 to 5 lakhs - rent would be Rs 2500 to Rs.4500 


iii) The yearly revision of standard rent to compensate for inflation 
and ensuring a fair return for investment on housing also does not 
take into account the tenants' ability to pay. In metropolitan cities 
people spend upto 45% of their incomes on rent 

112.38 Let us scan the Indian urban scenario in this context. The urban 

problems in the country arc growing by leaps and bounds 


i) The urban population which was 50 million (approx. 14% of the 
national population) in 1947 reached 217 million (25.7% of 
country's population) in 1991 - during this period the country's 
population only doubled from 350 million to 628 million. The 
urban population is projected to reach 350 million by the turn of 
the century. 

ii) Seven of the 13 cities in the w orld with population of more than 
10 million arc in Asia, of which two - Mumbai and Calcutta - are 
in India. Delhi would soon be joining the list 

iii) Nearly 50% of the urbanites liv e in the 91 towns that have a 
population of 3 lakhs or more The metropolitan cities of 
Mumbai, Calcutta, Delhi, Bangalore, Chennai and Hyderabad that 
accommodate nearly 25% of urbanites recorded increases in 
population ranging between 30% to 50% in the eighties. 

iv) Delhi and Mumbai annually receive 5-7 lakh people. The cities 
are, therefore, hardpressed not only to eater to the growing needs 
of their permanent population but perforce have to meet the 
shelter needs of the migrants who arc on the look-out for rented 
premises both for business and residential purposes 


112.39 The Following statistics on increase in monthly rents for prime 

office space and three bod room apartments, in Mumbai. Delhi and Bangalore over 
the past four years, is indicative of ever zooming rents in cities :- 


City 1992 1993 1994 1995 ••mvieiiNC mikc 199? 

fits in thousands) (Average Animal) 
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112.40 In view of the constant influx of people to citics/towns. their 

classification on the basis of population figures of dcccnial census is not very 
realistic The census figures arc very old when available for use The rates of 
HRA, which arc already very low compared to market rents arc thus further 
removed from reality in respect of factors of costliness of a city/town. Some 
employees’ associations have suggested the following simplified classification :- 

i) Industrial/Urban township including metropolis: 

ii) Cities and Towns, and 

iii) Rural areas 

However, we consider that the existing population • criterion is the only 
practical basis for classification of cities and towns at present. Accordingly, 
we recommend following classification of cities and towns based on 
population criterion :- 


Population 

Classification 

50 lakhs and abov e 

A-l 

20-50 lakhs 

A 

10-20 lakhs 

B-l 

05-10 lakhs 

B-2 

50,000 to 5 lakhs 

C 

Below 50,000 

Unclassified 


112.41 The government has already classified cities and towns on the 
basis of 1991 census data. The existing concept of special orders with regard to 
classification of certain cities and towns due to their peculiar features in addition 
to population criterion should also continue 

112.42 The present fixed slab rate sy stem of HRA is not responsive to the 
market situation and is totally out ol tunc with reality. The Fourth CPC’s 
recommendation regarding 3 yearly review of compensatory allowances (including 
HRA) was not accepted bv the Government. There is, however, an element of 
expenditure on housing in the dearness allow ance paid to CGEs The weightage 
of different components in Consumer Price Index (on the basis of w hich D A is 
paid) is as follows - 


'ndusttM? XV«*ti J tfi.ui «*lK{:k % Vvo 

?'!»! X\, 
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Taking into account the housing component of DA. total payment on housing 
(HRA plus housing component of DA )works out as follows > 


Pay Range 
iRO 

Total Payment on Housing 
Iks) 

IW • UN ML 

Ratio of lotal PaMticnl on lloiKitu’ • 

;w 

o Market Rent 

UNA1I 

?V)-044 

3o: 

•118 

20 n 

2*> 02 

4SG-141N 



14 ft 1 

2K 02 

H 00 - 2 TO 

R4u 

1400 

25ftK 

3' M 

2K00 3546 

1021 

134- 

20 42 

2'4| 

V*00~444O 

1221 

154- 

?<‘.\\ 

2ft <*: 

4500 A above 

1421 

I'M- 

18 4X 

2 3 


Total payment on housing is still very low when compared to market rent 
due to the following reasons 


i) The changes in House Rent Indices arc not quickly reflected in the 
consumer price index: 

ii) The house rent data arc collected from the same set of rented 
dwellings at six monthly intervals The rent increase in the 
market is not, therefore, realistically reflected in House Rent 
Indices. 

iii) Payment of DA meets only partial increase in the costs. 


112.43 The House Rent Indices collected from Labour Bureau and 

Department of Statistics arc indicated below 


Hwnt rml Indices 



Jan’T) 

Jail Ttft 

Jail MS 

•• increase Mine PWn 

Urban Non-Manual 

155 

3X4 

-23 '3 

86 05 

Employee 

!!2Q 

I486 

140) 


Industrial Worker 
(Annual Average) 

132 

500 

o52 

HI 35 

Delhi 

15? 

406 

675 

fto 3 

Bombay 

Ill 

146 

636 12 

224 55 


Sources 1) Labour Bureau, Ministry of Labour 

2) Deptt of Statistics. Ministry of Planning A Programme tm|itanciitaijoii 


House Rent indices, therefore, may not be very reliable if periodic re view of HRA 
is contemplated. A better alternative would be to review HRA on the basis of 
market rent charged by the Directorate of Estates. 

112.44 The Ministry of Urban Affairs and Employment has suggested 

that HRA should be made attractive enough to act as an incentive for a 
Government serv ant who owns a house to go back to his house or his ancestral 
house This would ease pressure on government housing. The Ministry has 
estimated average cost of a house at Rs.3 lakhs excluding the cost of land (since 
the requirement of houses in Types I to 111 arc more, the average cost of the govt 
houses would be in the range of Rs.3 lakhs even when the higher type of houses are 
going to cost more but would be much less in number) The Ministry has 
contended that the average reasonable return on an investment of Rs 3 lakhs could 
be expected at 15% considering that the house would also require expenditure on 
maintenance - thus a sum of Rs.45,000 per house would be expected in return for 
investment made in the govt, houses The Ministry has thus logically concluded 
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that the House Rent Allowance which is payable when a government servant docs 
not stay in govt accommodation should he m the range of Rs.45.000 per annum 
Tliis average House Rent Allowance is proposed by the Ministry to be graded into 
various types depending upon the salary drawn In a government employee. 

I 12 45 This takes us to the issue of quantum of HRA and whether it 

should be a slab rate scheme or a certain percentage of basic pay A sensitivity 
analysis hasbeen done to arrive at a reasonable amount of HRA A summarised 
position is indicated below - 


HRA MARK IT Rf \ : HAM* * IVW I i >R A i ! ANN « ‘ i 3 


Assumed P«y Assumed mles of HRA 
Vo «‘f tunes Vo ol tunes 

«*f existing existing talc' 

Ha.\u Pay 

A 3 

3 5 
4 

4 5 3 

35 
4 

4 * 

4 5 


K..tio 


HRA MK 1 

R1 M 

UK A H.«v 

i, IV, 

MIS 

MAX 

Ml\ 

MAX 

30 

10 

*“r> 

IK 

35 

r 

IK 

21 

40 

53 

?t 

M 

"0 

o3 

3 ~ 

It 

>0 ' 

40 

; t 

15 

35 

r 

:r> 

:* 

40 

5 3 

IK 

?Q 

"0 

03 

3? 

3-1 

30 

30 

12 

13 

35 

r 

11 

If* 

10 ■ 

53 

!<> 

IK 

”0 

03 

:* 

3! 


It may be seen from the above that :- 

i) Even 3 to 4 times increase in existing slab rates of HRA would 
leave a large uncovered gap between HRA and market rent 

ii) Seven times increase in existing HRA would cover 70% to 93% 
of the market rent. The av erage HRA in this case would also 
be approximately Rs.45.000/- p.a. (this amount has been 
recommended by the Ministry of Urban Affairs and Employment) 

iii) Three to four times increase in both basic pay and HRA rates 
would give a HRA range of i 2% to 24% of basic pay. However, 
this ratio would improve to 28% - 41% with 7 limes increase. 

Average estimated expenditure on HRA during 1989-90 to 1992-93* = Rs. 633 
crores 

* Source : Brochure on Pay & Allowances Pay Research Unit, Department of 
Expenditure, Ministry of Finance) 

112.46 An alternative is to reiterate the recommendation of the 3rd CPC 

which suggested fixing of notional rents after studying conditions of citics/tovvns 
and reimbursement of actual rent paid or notional rent minus 10% of the basic pay 
whichever is less The concept of notional rent would approximate to 
reimbursement of market rent 


112.47 Considering the importance of'Housing' in improving efficiency 

and productivity and the difficult situation obtaining in ciucs/towns in this respect. 
'Housing' for CGEs should be given high priority by the Gov eminent In a public 
♦ntcrcsl litigation case regarding out of turn allotment of gov ernment houses to 
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employees. the Hon'blc Supreme Court of India lias observcd that the government 
should pav market rent to those who are denied accommodation despite their 
entitlement 

112 4S We recommend following rates of House Rent Allowance:- 

Revised Proposed Classification of C Hies i lassifivalion Proposed Kates of I IRA 

and Towns on Population C rite lion 


SO lakhs and above 

A 1 

30% of tlir maximum of the 
pav scale. 

20 50 lakhs 

A | 

15% of the maximum of the 

10 20 lakhs 

» ■ 1 

pay scale. 

05 10 lakhs 

H2| 


50,000 to 5 lakhs 

C 

7.5% of the maximum of the 
pay scale. 

Below 50,000 

riKiasstfted 

5% of the maximum of the 
pay scale. 


112 49 We also recommend that all those employees who reside in 

contiguous agglomerations around cities/towns where government offices are 
located be granted House Rent Allowance at the rates of cities and Towns 
where their work-place is located. This provision already exists in respect of 
specified towns and is particularly essential in respect of employees who work in 
big metropolitan cities but arc forced to reside in far-off places due to 
non-availability of government accommodation or rented accommodation at 
affordable rents in the cities 

112 50 We have received representations demanding that where husband 

and wife arc both government sen ants and occupy government accommodation, 
HRA be paid to one of them - whoever is entitled for less HRA The allottees of 
government accommodation arc in a highly advantageous position vis-a-vis 
non-allottccs There is no justification for granting HRA to a 'non-allottee 
spouse*. Moreover, a non-allottee spouse when sharing govt, accommodation 
does not incur any expenditure towards rent 


OUT OF TURN ALLOTMENTS - SEPARATE POOLS - 
RETENTION AFTER RETIREMENT/TRANSFER ETC 


112 51 The benefits of housing or lack of it for CGEs arc not uniform 

The position can be summarised as follows - 

Employees who are allotted residential quarters :- 

Spend less than 10% of their emoluments as licence fee. which is usually 

many times less than the market rent for such accommodation 

Some construct houses with govt. loan, continue to stay in govt quarters 
and cam additional income by renting out their own house 

Employees who are not allotted residential quarters 

Spend 30% to 50% of emoluments on residential accommodation which 
is much less than their entitlement or slay at far off places to save on rent 
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Misuse of out-of- 
turn quota 


Trends of out-of- 
turn allotment 


Sonic construct houses with IIBA and second loan hut pay heavily on 
repayment of loans HRA being meagre and subject to income-tax docs 
not provide any relief 

C onstruction cost being very high, building a house and staying in it 
becomes a liability 

112.52 There is unrest and frustration amongst employees due to the 
difficult housing situation. The provision for separate pools of accommodation for 
certain catcgones and out-of-turn allotments, particularly when these arc misused, 
further aggravate this problem Of late there has been tremendous misuse, 
particularly of ’out-of-tum' allotment provisions. So much so that the Hon'blc 
Supreme Court had to intervene and take suomoto action to stop all out-of-turn 
allotments and in a public interest litigation (Writ Petition (Civil) 585 of 19941 
directed eviction of 2000 out-of-tum allottees of residential quarters from General 
Pool. The problem is further compounded by unauthorised occupation 

112.53 The issues in respect of out-of-turn allotments and separate pools 
arc by and large confined to general pool accommodation and most of the problems 
arc localised in big metropolitan cities particularly New Delhi where a large number 
of government houses continue to be in unauthorised occupation of former 
ministers, MPs, retired bureaucrats and families of VVIPs The trends on out of 
turn allotments in Delhi arc indicated below > 


Year 

Type 

Norm 

Allotments 

I Xeess 

1991 

11 

438 

825 

3X7 


III 

297 

262 



V 

59 

74 

15 


VI 

33 

19 

~ 

1992 

II 

417 

107K 

661 


HI 

341 

471 

130 


V 

54 

101 

47 


VI 

22 

26 

04 

1993 

II 

374 

1002 

628 


III 

232 

417 

185 


V 

40 

101 

61 


VI 

20 

35 

15 

1994 

II 

312 

1166 

854 


III 

350 

866 

516 


V 

» 41 

118 

77 


VI 

14 

48 

34 


(Source: Ministry of Urban A flairs and Kmployment) 

Honourable Justices Kuldip Singh and B L Hansaria in their judgement 
delivered on December 23. 1996 in the writ petition referred above observed:- 

"The administrative law has of late seen vast increase in discretionaiy 
powers. But then, the discretion conferred has to be exercised to advance the 
purpose to subserve which the power exists Even the Minister, if hc/shc be the 
repository of discretionary power, cannot claim that either there is no discretion in 
the matter or unfettered discretion ” 

The Hon'blc judges have also quoted from a case law in United States 
(United States V. Wundcrlish 342 US 98) to emphasise this point: 
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"Law has reached its finest moments, when it has freed man from 
unlimited discretion of some ruler, some oflicial. some bureaucrat Absolute 
discretion is a ruthless master It is more destructiv e ol heedom than any ot man s 
other invention " 

I 12 >4 The discretionary administrative powers on oul-ol-turn allotments 

need to be w ithdrawn forthwith Out of turn allotment norms also need to be 
revised - the maximum permissible limits should be drastically reduced to take care 
of genuine cases only We recommend that 

i) out-of-turn quota of residential govt, allotments be reduced 
to 5% of the total allotments in a year as against the existing 
20% as per the Supreme Court judgment referred above. 
This limit should not be exceeded under any circumstances. 

ii) the allotments under out of turn quota should be finally 
decided by a Committee of officials constituted for the 
purpose. This Committee should be fully empowered to 
make such allotments according to the laid down criteria. 
There should be no need to rccomrned the matter to the 
Minister, who should not exercise any discretion in the 
matter. 

112 55 Separate pools of accommodation for Govt employees arc 

need-based and should continue. Several Central Government Officers' 
Associations and IPS Officers' Association have demanded extension of Tenure 
Pool’ facility to officers of their services who are posted on central deputation. 
There is merit in this suggestion The officers of Central Services with all India 
transfer liability and IPS officers when posted in Delhi on tenure basis have similar 
problems in the matter of residential accommodation as officers of All India 
Serv ices We, therefore, recommend that a separate Tenure Pool be created 
for Central Services Officers and IPS officers. The Government must also 
review the allotment criteria and allot only one type below the entitlement of 
the officer. This will ensure that the share of accommodation of junior 
officers is not reduced due to allotments to senior officers. Further, officers 
of other services who are posted to Delhi do not get any residential 
accommodation for 20 to 25 years of their career. This is primarily due to 
acute shortage and reservation of a large number of houses under different 
pools. While the Tenure Pool is essential it is proposed that the allotment 
policy with respect to separate pools be suitably modified in order to provide 
relief to officers not covered by these 'pools’. The policy should be modified 
with a view to sharing shortages in an equitable and fair manner as also to 
cater for peculiar needs of all officers joining the Central Government under 
the Central Staffing Scheme. 


I 12.56 The Government must not allot residential accommodation 

meant for its employees to outsiders. If the Government considers this 
essential, separate accommodation should be built or leased for such persons. 

1 12 57 Prov isions already exist tor disciplinary action agamsl defaulting 
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govt employees Government must lake exemplary penal action against employees 
guilty of sub-letting. Following further steps he taken by the Government 

CCA rules in this regard he made very specific to ensure strict 

punitive action. A major penalty should invariably he imposed 

Market rent be recovered from the employee guilty of sub-letting the 

accommodation for the entire period of sub letting. 

112.58 The government is committed to encouraging its employees to 

construct their own houses However, as noted earlier due to the high cost of 
construction, limited repayment capacity of employees and very meagre HRA. it 

may not be advisable to make employees owning houses at the station of 
posting or in the adjoining municipal area, ineligible for govt, residential 
accommodation. The existing rates of enhanced licence fee may also not deter 
the employees from seeking allotment of government accommodation. 
However, with the improvement in conditions - like grant of loans under 
proposed HLS, higher rates of HRA, priority allotment of govt, land at 
concessional rates to employees cooperatives, self-lease etc. - making 
house-owning officials ineligible for government residential accommodation 
and compelling them to stay in their own houses on self-lease basis can be 
considered in future for providing relief to those who do not own houses and 
wait for long for allotment of govt, residential accommodation. 

112 59 The existing provisions for retention on 

transfer/superannuation etc. and on transfer to N.East do take care of 
genuine exigencies of working conditions. It would be harsh to dispense with 
these provisions. These provisions, therefore, may continue. These 
provisions can also be invoked to deal with cases of adhoc allotments to the 
staff of Ministers/VIPs etc. after the expiry of the term of the Minister/VIP 
in office. 

112 60 The existing provisions for retention of residential 

accommodation at the previous place of posting for the AH India Services 
Officers belonging to North-Eastern Cadres on Central deputation should be 
liberalised from the existing period of 2 years to 3 years so that they can 
retain their families at that place. In case the period of posting in the NE 
cadre is longer in a particular case, then the officers should be allowed to 
retain the accommodation for a further period upto a date which is within 
three months of the date of their release from the respective N.E. cadre for 
central deputation. 


LICENCE FEE 


1 12.61 It has been suggested that licence ice should not be charged from 

the allottees of Govt, accommodation We feel that the allottees of government 
accommodation are in an advantageous position vis-a-vis non-allottees. The 
exemption of allottees from payment of licence fee, which is very nominal, 
would thus be totally unjustified. Moreover, provision of residential 
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accommcxlalioii has not been accepted by the government as a condition ol service 
This is provided to employees as an cssential/desnable well are measure 


112 62 The Third CPC made an attempt to find out the amount of rent 

actually paid by government employees in an A* ( lass city like Delhi I he random 
sample of government employees taken by the 3rd CPC lor this purpose rev eals 
that the employees on an average were paying more rent in Delhi than 25% of pay 
which the Third CPC considered a government servant stationed at Delhi was 
expected to spend on housing (10% from his own pocket plus 15% House Rent 
Allowance) It is perhaps with this in view that the maximum limit of licence fee 
for those allotted accommodation is fixed at 10% of pay Revenue from licence fee 
is supposed to partly meet the expenditure incurred by Govt on the maintenance 
of tiie residential accommodation It would be unfortunate if the employee were not 
to meet even a part of the maintenance expenditure on his official residence 
Another way of looking at licence fee is that it represents 10% of his basic pav 
which he would have spent in any case if he were to hire a private residence In 
actual fact, a non-allottee has to spend much more than 10% of pay. in addition to 
the HRA he gets, on the rent of a private house The demand for exemption 
from payment of licence fee is thus unreasonable. 


112 63 The system of charging licence fees has recently been revised 

and rationalised. The present system of charging licence fees based on living 
area of the quarter and its 3 yearly review to cover the cost of additions and 
price escalation, is quite reasonable. No change is, therefore, proposed in 
respect of the quantum of licence fee charged at present. 


RENT FREE ACCOMODATION 


112 64 Rent Free Accommodation is at present available to Post 

Masters/Sub-Post Masters in the Department of Posts, to some Group D* 
workshop employees in Railways appointed upto June 1959. to members of 
Central Police Organisations and to specific group of employees deployed at 
different locations. 


112.65 We do not propose any change in the existing scheme of Rent 

Free Accommodation (RFA) to certain specified categories of staff in Civilian 
Departments. The compensation in lieu of RFA, as at present is also 
proposed to be retained for such staff. 


112 66 The grant of rent free accommodation facility is to be decided by 

the administrative ministry in consultation with the Ministry of Finance on merits 
in each case However, there is a demand for taking houses on lease instead of 
compensation in lieu of RFA in remote, inaccessible places where it is difficult to 
find residential accommodation We consider this demand to be reasonable. We 
have alrcadv recommended provision of leased accommodation as provided in 
Railways and some other departments. The Government may consider 
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extending this facility to employees in remote places. 

112 67 In case of personnel of Central Police Organisations, however, 

there is need for a review Although all the members olTPOs arc entitled to rent 
free accommodation, the compensation in lieu of quarter (CILQ) is restricted to the 
authorised strength as decided by the Ministry of Home Affairs CILQ is further 
restricted due to imposition of condition that only those personnel whose family is 
residing at the duty station would be eligible for CILQ In Border Security Force, 
fof instance, only 5.35% of the personnel are availing of CILQ against authorised 
percentages vary ing between 35% to 100% for different ranks In the absence of 
adequate married accommodation which is only 39 18% of the authorised norm 
(overall satisfaction level 7 29%) CILQ provides some relief The armed forces 
personnel arc eligible for CILQ irrespective of the family residing at the duty 
station or elsewhere Due to very difficult conditions created by the phenomenon 
of terrorist violence in several parts of the country, there is a case for extending a 
similar facility to the members of CPOs 

112.68 We accordingly make following recommendations 

The authorised percentage of eligible employees be granted CILQ 
(except those who have been provided with married accommodation) 
irrespective of the family residing at the duty station or elsewhere. 

The rates of CILQ be revised according to revised rates of HRA and 
Licence Fee. 

112 69 In Railways, the gang huts provided to Gangmen, Gatemcn, 

Keymen and Mates etc arc not provided with any essential basic amenity like 
water, electricity, kitchen, toilet etc The gang huts have been termed as "night 
shelters" rather than residential accommodation by the Ministry of Railways 
Gangmen, Gatemcn etc. arc compelled to keep their families at locations where 
civic amenities arc available 


112.70 The All India Railwayman's Federation has demanded that the 

railway staff like Gangmen who arc compelled to stay in substandard 
accommodation without basic amenities in administrative interest be granted House 
Rent Allowance 


112 71 


We have considered the matter and recommend as under:- 


i) No licence-fee be charged from staff who are made to live in 
gang huts which are without basic amenities. 

ii) The Railway administration must work out a plan to provide 
basic amenities and accommodation of entitled type to the 
Gangmen, Gatemcn, Keymen and Mates etc. who are at 
present forced to live in gang huts. 

iii) The preparation of this housing plan and other demands 
should be discussed, with the representatives of the 
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employees and course of action finalised within six months. 
It should then be executed expeditiously in a time-bound 
manner. 
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Ansa! 
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3. 
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3.50 

3.75 

2.85 

3. 

2000 
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3,00,000 
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5.00 
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3.90 

4. 

2000 

1,50,000 

4,50,000 
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5.80 

6.60 

6.50 

4,75 

5, 
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7,50,000 
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COMPARATIVE REVIEW OF HOUSING PTNANCE SCHEME 


SCHEME 

LOAN 

Rs./lakh 

RATE 
of I nt.. 

TERM 
in vrs 

INSTMT. 
payment 

% of 
total 

FEES 

charges 

CITY HOMES 







In«1. Borr. 

Ins. Seh. 

2.10 - 20.00 

17% 

5- in 

post dated 

70% cost 

1.5% - 7 

* Note 1 * 
Professional 

•do-* 

17% 

5-15 

cheques 

-do- 

or 60% 
cons. 

-do- 

1.8% - 12 
2.0% - 15 

1.5% of 

Scheme 

Dr. Engrs. Arch, 
C As 

*OAs consult 

Note 2* 

Property power 

5.0-50.00 

18.54% 

1 yr at 

at borr. 

Res.40% 

loan appli. 
amount 

Rs.5000 

(OD limit, sch. ) 


on dally 

a time 

option 

Coml.35% 

to 10L 

*Note 3* 





mkt value 

100000 

10-20L 

20000 +201. 

CANFIN HOMES 

Inti. Sch. 

0.25-20.00 

12.5-17% 

7-15 

Qtrlv 

75% of cost 

1% of loan 

LIC HOUSING FINANCE LTD. 

Own Your Home 5 

12-14% 

5-20 

Monthly 

50% agrent 

0.5% of 

Scheme 

Non Policy 
Holders Scheme 

20 

16.5% 


value or 
90% 

appll. amt. 
policy value 
80% of agrmt 
value 

Joan 

-do- 


• K 4LC.M ! 








uELHI CO-OP HOUSING FINANCE CORP. 


T ndividual 

♦Note 5 * 

3 

14.2-1 5 .2* 

5-20 

EMI 

701 of 

dwel1ing 
unit cost 

Infr. St.ru. 
loan society 
for elects ft 

1 i f ts 

No ceiling 

3 6.5% 

5 

Qtrlv 

1001 of 
facility cost 

Bridge Loan 

-do- 

16.51 

i 

Qt rl y 

65% of cost 


Notes: 

1. 60 per cent of cost excl. external dvpt and preferential location charges. 

2. The professional’s capability to repay/three years I-T returns. 

.3. Borrowers current income and capability to repay. 

4* Specifically designed to suit individual investor. *Step up *Step down *Balloon 
♦Repayment Holiday Plan. Company arranges an insurance cover. 
f>. Lower of 48 months individual income or Rs.3 lakh. 

Also arrange social security covpr at 0.5 per cent, of sanctioned loan amount through LTC 
Borrower deposits 8.5 per cent of loan amount on which he received 10 per cent annually 
compounded interest. 


LOAN REPAYMENT LIABILITY ON DCHFC LOAN 


Loan Amount 

100,000 


2000,000 

300,000 


Loan Term 

EMI 

Payment 

EMI 

Payment Post 

EMI 

Payment Post 

(months) 

Rs. 

Post PP 
Rebate 

Rs. 

PP Rebate 

Rb. 

PP Rebate 

60 

2337.21 

138815.78 

4726.55 

280749.66 

7168.51 

425830.79 

120 

1564.71 

184675.12 

3190.05 

376588,67 

4876.86 

575840.59 

180 

1345.21 

237132.14 

2758.19 

486390.63 

4239.93 

747951.45 

240 

1258.07 

294827.00 

2589.36 

607110.37 

3994.77 

937076.24 

Applicable Rate 

13.71 


14.21 


14.71 


of interest 
After AV. PPR. 
















DCM HOUSING FINANCE LTD 


Ind.lnv. Scheme 

25 

.251.-12% 5-20 

More a 

85% of cost 

0.8% of 



11-15% 

spec fic1y 


loan 



1.51.-15.5% 



anp 1 1 . amt, 

♦Note 4 * 


+ 51.-16% 




WI Inv. Sch. 

25 

11,-15% 3-7 

FQ 

75% of tot . 

3.0% of 

♦Note 4 * 

+5-16% 

Inst., (F.MT'i 

cost 

appln.amt . 

loan 

Corporate Loan 

25 

17-18% 5-15 

EMI 

75% of Pro 

1% of 

Sch. Oredit 

r * 



cost 

sanctn* 

loan amt 


Lin** 


HOUSING DEV. FINANCE CORP. 

Individual 0.25-10 12-15.5% 5-20 QtrJy 85% of 0.8% of 

dwell inf appln.amt 
unit copt 
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Scheme ion Sducatawal /tooCotoutce 

Introduction 113 1 The Scheme of Children Educational Assistance comprises three 

components : ( 1 ) Children Education Allowance (n) Reimbursement of Tuition Fee 
and (iii) Hostel Subsidy The Children Education Allowance was initially 
applicable to only Non-Gaxetted Government sen ants drawing a salary upto a 
specified limit, which was increased from time to time However, on the 
recommendations of Fourth CPC. the scheme was made applicable to all employees 
without any pay limit. Similarly, in ease of Reimbursement of Tuition Fee* and 
Hostel Subsidy also, the pay ceilings for admissibility have been removed The 
rates of reimbursements under the scheme have also been revised from time to 
time 

Demands ] 13 2 Demands have been made for substantial improvement in the 

scheme of Children Educational Assistance by way of increasing the quantum of 
benefit and relaxation of conditions of eligibility Nearly a decade has elapsed 
since the rates of all the three components of the scheme were last revised on the 
recommendations of Fourth CPC 

Revision of rates \ 13 3 Taking into account the general increase in the cost of living and 

the impact of inflation in the interim period, we recommend that the rates of 
assistance/reimbursement available under the three components of the 
scheme be revised in the following manner:* 

Component Present rates Revised rates 

_ recommended _ 

I) Children Education Rs.50 p.m. per child Rs.100 p.m. per child 

Allowance 

ii) Reimbursement of a) Rs.20 p.m. per child Rs.40 p.m. per child 
Tuition Fee for Class I to X 

b) Rs.25 p.m. per child Rs.50 p.m. per child 
plus Rs.5 p.m. as for Class IX and XII 

Science Fee per child 
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P e r i o d i c 
review 
of rates 

Condition of 
admissibility 


Extension of 
MEA 

Scheme to 
others 


c) Science Fee 
of Rs.5 per month 
for Classes l\ to XII, 
if charged separately 

d) Rs.50 p.m. Rs.100 p.m.per 
per child child for 
physically 
handicapped and 
mentally retarded 
children for 
classes I to XII 

iii) Hostel Subsidy Rs.150p.rn. Rs.300 p.m.per 

per child child 

113 4 While \vc do not find anyjustification in the demand for a linkage 

between the assistance and the consumer price index, we recommend a triennial 
review of the Educational Assistance Scheme so that the rates could be 
updated to neutralise inflationary factors 

113.5 Children Education Allowance is presently admissible only in 
cases where a Government servant is compelled to send his children to a school 
away from the station where he is posted and/or residing, because of the absence 
of schools of the requisite standard at that station Further, if a Government 
servant is transferred from a station where there is no school and if he was in 
receipt of the allowance at the former station in respect of any child, he shall remain 
eligible for such allowance till the close of the academic y ear of that school. A 
similar restriction has not, however, been imposed in respect of payment of hostel 
subsidy. We however, feel that there may be various factors, such as the desire 
to avoid dislocation, ensure continuity of education etc., necessitating the 
retention of a child in the same school at the former station. It is not 
appropriate to discontinue the payment of the allowance in such cases. The 
allowance may, therefore, be continued to be paid so long as the child 
continues to study in the same school 

113.6 In case of physically handicappcd/mcnlally retarded children, 
reimbursement of tuition fee is permitted only if the school in which they are 
admitted is a recognized one Considering the fact that number of schools 
recognised for such children are not many, we recommend that reimbursement 
should be permitted even if the school in which they are admitted is not 
recognized 

113.7 The Ministry of External Affairs have a separate scheme of 
Children Education Allowance which enables the children of India-based officials 
posted in Missions abroad to receive proper education in schools abroad as well as 
in India. A demand has been made by officers of the Indian Audit and Accounts 
Service that the MEA scheme should be extended to them during their postings in 
Indian Missions/Embassics abroad We do not find any justification for the denial 
of the facilities extended by the Ministry of External Affairs to other officers 
posted abroad and. therefore, recommend that the scheme prepared By MEA 


Science fee of 
Rs.10 per month for 
classes IX to XII, if 
charged separately. 
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for its staff posted abroad should be extended to other Central Government 
employees posted abroad 


C e n l r 
.schools 


I 113.8 Difficulties arc being experienced by employees in getting their 

children admitted to Central Schools in mid-session in case of their transfer 
Although as a matter of policy, preference is given in admission to children of 
employees who arc actually transferred, the problem of those who arc transferred 
in nnd-scssion is worth considering We. therefore, recommend that as a matter 
of‘ policy, such children need to be admitted even if vacancies are not 
available in a particular class. We also recommend that Government should 
expand the network of Central Schools with a view to ensuring adequate 
educational facilities to children of Central Government employees. 
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GENERAL INTRODUCTION 


Infrastructure for 114.1 One of the main' welfare measures undertaken by Central 

health cure Government is the provision of Health care benefits to its employees in the form 
of outpaticnt,domiciliary, specialist, referral and in patient treatment. Central 
Government employees in certain organisations arc covered by captive medical 
facilities provided by the concerned administrative Ministries like the Railways, 
Anned Forces, Central Police Organisations, and the Ordnance Factories. These 
organisations have comprehensive arrangements for outpatient, inpatient as well 
as specialist/rcferral treatment. Certain organisations like the Departments of 
Space. Atomic Energy, Posts, Telecommunication, Botanical Survey of India, etc 
hav e limited facilities, covering outpatient treatment and limited hospitalisation 
For specialist treatment and medical intervention for serious ailments, these 
organisations fall back on the facilities of the Central Government. The general 
coverage of Central Government employees is under the Central Government 
Health Scheme (CGHS), and the Central Service (Medical Attendance) Rules, 
1944 - commonly known as the Medical Reimbursement Scheme. Annexe 114.1 
indicates the distribution of Central Government employees under different health 
and medical care arrangements 


EMERGING SCENARIO 


Areas of focus 114 2 Central Government employees are spread throughout the country 7 

The Government has hitherto looked upon medical facilities as a welfare measure 
Traditionally, these medical facilities have been provided in the form of curative 
health care Employees' participation in the scheme started after the 
recommendations of the Second CPC, in the form of a contributory CGHS. and the 
development of the scheme as a pilot project towards a National Health Sen ice 
Over the last four decades, the organisation of medical facilities fy. Central 
Government employees has undergone a visible change There have been 
impressive advances in the science, technology and pharmacy of medicine and 
health care, coupled with the emergence of a well-equipped private sector for health 
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care and rise in the costs of health care 


(th >biil trends 


Recommendation 
a made in the past 


Demands in 
A iemorandn 


1 14 3 Governments across the globe have been concerned with rising 

health care costs, coupled with the need to have flexibility in employer-provided 
health benefits Sweden and the United States have made some attempts at 
regulating the provision of health benefits, reiving to a great extent on market 
forces The National Health Scheme of the United Kingdom has itself undergone 
gradual changes over the years, to meet the rapidly increasing demands on the 
health delivery system In Sri Lanka, Republic of Korea, and Argentina the health 
benefits arising out of Government employment, arc contributor) in nature 


NEED FOR RE-ORGANISATION 


114 4 The last decade has thrown up the need for assimilating the 

experiences of the past to meet health needs of the future At the time of the First 
CPC the rules generally entitled a Government servant for free treatment in a 
Government hospital Provincial hospitals maintained by local authorities were 
also recognised for purposes of treatment of Central Government employees, on 
reimbursement of expenditure. The Second CPC observ ed that ill-hcalth w as one 
of the common causes of unpunctuality and absenteeism. It recommended that 
Central Government should have its own arrangements for medical care for its 
employees It recognised 'family* as the basic unit of medical care, and enlarged the 
definition to include dependent parents, minor brothers and sisters The 
Commission recommended a major change in the form of contributor) system of 
medical aid, as was then available only in Delhi, for all Central Government 
employees. The Third CPC stressed the need to improve facilities provided under 
the Central Government Health Scheme, in the face of shortages of medical staff, 
equipment, drugs, etc and general congestion in Hospitals It recommended the 
Scheme to be vigorously extended to uncovered cities and towns on priority basis 
It introduced the system of purchase of medicines only from Fair Price Shops and 
Co-operative stores run by Central or State Governments or Local Bodies to 
prevent abuse of the system of reimbursement It also toyed with the idea of 
introducing a fixed medical allowance and group medical insurance but did not 
consider it feasible A recommendation on compulsory regular medical checkups 
for Central Government employees covered by the CGHS, was probably the first 
organised step towards preventive health care The Fourth CPC raised the rates of 
contribution under CGHS and suggested that the feasibility and modalities of an 
insurance scheme for Government employees in lieu of the Medical Reimbursement 
Scheme may be considered by Government It also suggested a fixed monthly 
medical allowance or lumpsum grant for OPD purposes The Standing Committee 
of Parliament for the Ministry of Human Resource Development examined the 
working of CGHS, and submitted its report in August, 1995. It made a number of 
valuable suggestions to ameliorate the conditions of the beneficiaries of the scheme 
and make its functioning more effective and efficient Suggestions for improving 
the health delivery system were also received by us from II PA through a 
consultancy study on the "Restructuring of Medical Services" 


1 14.5 Demands received in the Commission are wide-ranging extending 

from disbanding CGHS and permitting free choice of private medical treatment, 
on full reimbursement basis, to expanding CGHS and solving the endemic 
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Landmark ( Hurt 
Judgements 


Participation at 
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issues raised and 
discussed 


problems of logistics, overcrowding. timings and availability of medicines, 
equipment and staff Demands have also been made for removing the difficulties 
in the system of medical reimbursements like recognition of private medical 
practitioners and hospitals, types of health benefits to be covered, the system of 
advances,, payments and recoveries, medical insurance, medical allowance for 
outpatient treatment, domiciliary medical attention, specialist treatment and 
hospitalisation 

114.6 • Two other developments have also taken place since the last 

CPC's report, necessitating a fresh look at medical facilities available to Central 
Government employees The enjoyment of the highest attainable standard of health 
is recognised as a fundamental nght of all workers in terms of Article 21, read with 
Articles 39(c), 41,43,48A and all related articles, as pronounced by the Supreme 
Court in Consumer Education and Research Centre and others vs Union of India 
(AIR 1995 Supreme Court 922). The Supreme Court has held that 'the right to 
health to a worker is an integral facet of meaningful right to life to have not only 
a meaningful existence but also robust health and vigour ... therefore, right to 
health, medical aid to protect the health and vigour of a worker while in service or 
post retirement is a fundamental right ... to make the life of the workman 
meaningful and purposeful with dignity of person" In another landmark 
judgement, the Supreme Court has made providers of mcdcial facilities also subject 
to the Consumer Protection Act, in Indian Medical Association vs V P Shantha 
and others (1995( 6) SCC 651) 


WORKSHOP ON MEDICAL FACILITIES 


114 7 Keeping in view the emerging scenario described above, the 

landmark judicial pronouncements, and the demands made in memoranda, a 
workshop on medical facilities for Central Government employees and pensioners, 
entitled "Total Health Care", was organised on 12th January, 1996, in the 
Commission's office Participants at the workshop included representatives of the 
Ministries of Health & Family Welfare, Railways, Posts, Telecom as also the 
Armed Forces, Insurance Division of the Ministry of Finance, Postal Life 
Insurance, Employees' State Insurance Corporation and chief executives of major 
national insurance Companies. Representatives of Doctors' associations, JCM and 
pensioners, as also legal, consultant and administrative experts on the subject 
assisted in providing a sharp focus on the issues raised. The composition was 
consciously kept wide enough to obtain views and suggestions from all possible 
sections Secretary (Health) and the Director General Health services were 
particularly invited to respond to the discussions 

114 8 The workshop deliberated on the inadequacies in the existing 

system of health care as also various demands made in memoranda on the subject 
A special session w as devoted to the concept of medical insurance as an alternative 
to medical reimbursement particularly for specialist treatment of serious illnesses 
and hospitalisation During this session the Insurance Companies jointly, and the 
Postal Life Insurance, on behalf of the Department of Posts, presented papers on 
their potential schemes of Medical Insurance cover for Central Government 
employees 
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1 14.9 Strong views were expressed lor the continuance, extension, 

expansion and strengthening of CGHS Suggestions were also made for financial 
health of medical aid schemes, particularly employers' contributions, as for the 
Hmployccs' State Insurance Corporation Representatives of Pensioners pointed 
out the extreme hardships faced by those residing in areas so far totally uncovered 
by any health care schemes, stressing greater requirements of medical facilities for 
this category A consensus also emerged at the workshop on the need for further 
examination of the scheme presented by the Postal Life Insurance and the 
Insurance Companies We have kept in mind the suggestions made at the 
workshop, while formulating our recommendations on the subject. 


RECOMMENDATIONS FOR STRATEGIC CHANGE 


114 10 Our recommendations on the subject of Medical facilities hav e 

particularly concentrated on the CGHS and the scheme for medical reimbursement 
under the CS (MA) Rules Wherever demands on the content of particular schemes 
of the organised sector have been raised, these have specifically been addressed 
Recommendations relating to the issues on medical facilities for pensioners have 
been made separately in the relevant chapter. 

114 11 The object of the existing schemes is largely curative in nature 

Recognising the need for effecting savings in wasteful expenditure on this account, 
as also providing universal and equitable medical facilities, we feel that the focus 
must shift to Total Health Care within the existing constraints and financial 
resources at the disposal of the Government. 


CENTRAL GOVERNMENT HEALTH SCHEME 


114 12 The CGHS provides out-patient and domiciliary health care in the 

form of diagnosis, tests and treatment. The scheme also covers treatment under 
Indian Systems of Medicine and Homoeopathy, wherein only Ayurvedic treatment 
caters to outpatient, domiciliary as well as hospital care. For hospitalisation and 
specialist treatment, a referral system has been devised to refer patients to 
Government hospitals and recognised private hospitals The demands for its 
disbanding, or alternatively permitting Government servants to opt out of the 
scheme in favour of a greater freedom of choice, emanate from a feeling of 
dissatisfaction with the existing arrangements, as they are unable to live up to the 
expectations of beneficiaries. The problems faced by the CGHS beneficiaries are 
those of timing, overcrowding, non-availability of medicines, diagnostic and testing 
facilities, and cleanliness. We observe that CGHS was conceived to provide 
comprehensive medical facilities to Central Government employees and pensioners 
to replace the cumbersome and expensive system of reimbursement Over the 
years the scheme has expanded both in coverage and scope These problems may 
appear to be endemic, but are not insurmountable. Demands have also been made 
for expansion of CGHS to hitherto uncovered cities, as also extension to some 
excluded categories. The administrative Ministry has stated that every day a 
number of requests are received for extending the coverage of CGHS We 
recommend that the CGHS facility should not only continue but be expanded. 
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114 13 The CGHS presently exists in 21 cities covering about 8.94 lakhs 

employees and their dependents, i c about 17% of the total number of employees 
In addition, an allopathic dispensary each in Bhubaneshwar and Ranchi is 
functioning exclusively for the Accountant Generals employees Proposals for 
opening of CGHS dispensaries at Trivandrum and Guwahati have recently been 
approved The Ministry also has under consideration upgrading the dispensaries 
at BhubancsIAvar and Ranchi Norms require that any city employing 7.500 or 
more Central Government employees is eligible for the opening of a CGHS 
dispensary, subject to availability of funds The main impediments to rapid 
expansion are lack of concentration of employees and pensioners, and shortage of 
manpower, equipment, accomodation and funds The Ministry of Health & 
Family Welfare should prepare a perspective plan for the next 10 years and 
based on that provide funds for strengthening CGHS and its expansion to 
new cities. The Ministry of Finance should place adequate funds at the 
disposal of Ministry of Health and Family Welfare for the purpose. As 
regards problems of manpower, equipment and funds. Government may consider 
pooling all Authorised Medical Attendants (AM As) of Central Government 
Departments at a station into a single CGHS Health Agency for providing 
CGHS facilities for limited hours in a day, till regular dispensaries can be opened 
This would not involve additional expenditure at new locations, as the same 
rctaincrship mechanism would work as exists for the AMAs. Since AMAs arc 
appointed by different Departments, the Central Standing Welfare Co-ordination 
Committees could play an effective role in making the pooling arrangements and 
providing accomodation for the purpose. Such Health Agency stations can be 
identified as priority locations in the 10-year perspective plan for opening new 
full-fledged dispensaries as constraints, financial and otherwise, arc overcome 

114 14 While employees and pensioners of the Railways, armed forces 

and industrial employees covered by the ESI are specifically excluded, on account 
exclusive arrangements for them, we find that civilian Defence employees in 
Mumbai are neither covered by the CGHS nor the Armed Forces’ medical facilities, 
and they- have to fall back on the CS (MA) Rules for medical cover. Employees of 
Delhi Administration have also demanded coverage under the CGHS We 
recommend that civilian Defence employees in Mumbai, may be covered by 
the CGHS. The Ministry’ of Health and Family Welfare have pointed out that 
CGHS in Delhi is already' overstretched in terms of number of beneficiaries. There 
arc also serious complaints of overcrowding The Delhi Administration, with its 
1 29 lakh employees has a well organised system of clinics, dispensaries and 
leading private referral institutions. We, therefore, do not consider it necessary' to 
cover employees of Delhi Administration under the CGHS. 

147 15 CGHS also covers family members and certain dependants in its 

scheme, provided they are ordinarily residing with the card-holder and having a 
monthly income of Rs.500 or less Demands have been made that the limit should 
be raised, as the present limits have become meaningless when compared to rise in 
health care costs The Fourth CPC had raised the limits from Rs 350 per month to 
the present figure The Ministry of Finance has advised that the DA sanctioned 
after December. 19X5. takes care of price rise, and hence further revision of the 
monetary ceiling is not justified. Considering the phenomenal rise in health care 
costs, and our recommendations on pay -scales and pensions, we recommend that 


1674 



the limit for defining dependency may be raised from the existing Rs.500 per 
month to Rs.1500 per month. 


('<;ns 

( Onirihulion.s 


114 16 No Central Government employee paid from civil estimates and 

having HQ in cities cov ered by the Scheme can opt out of the scheme. Permission 
to opt out of the scheme has been demanded by some on account of dissatisfaction 
CHS Doctors, in particular, have demanded exemption from pav ing contributions 
on-lhc grounds that many organisations offer their "products" as free fringe benefits 
to their employees. Employees in general have demanded exemption and have 
argued that the CGHS is the only contributory scheme whereas other schemes arc 
not contributory' A section of the demands also seeks exemption of medical 
contributions from taxable income on the analogy' of contributions to medical 
insurance We do not find any justification for exempting any category of 
employees from making contributions We also observe that expenditure on health 
care for CGHS beneficiaries has been rising, but contributions have not kept pace 
with it Health care schemes arc not being strengthened or expanded for want of 
funds The Second CPC had recommended that medical care schemes should be 
contributory for all Central Government employees, and the Third CPC also 
indicated a strong case for raising contributions The Fourth CPC raised the 
contributions keeping in mind the differences between per capita per annum 
contribution and expenditure under CGHS. The rates of contribution worked out 
as a percentage of basic pay at the lowest and highest end of slabs is at Annexe 
114.2. The present rates of contribution add up to about Rs 3.27 crorcs annually . 
We recommend that ALL medical facilities be made contributory in nature, 
including those which are presently non-contributory. However, where such 
facilities are not available and the employees have to take recourse to the 
provisions of CS (MA) Rules, no contribution should be charged from them Just 
as medical insurance premia are exempt from income tax, we recommend that 
contributions paid towards medical facilities by Central Government 
employees, may be treated as deductible from total income for purposes of 
Income Tax. We also feel that CGHS contributions need to be raised in order to 
bridge the rising gap in health care expenditure and contributions, to some extent 
A summary of the trend of expenditure and contributions since the Last CPC may 
be seen at Annexe 114.3. Accordingly, we recommend the following rates of 
contributions against the pay slabs given in the table below. Ministry of 
Health may also consider extending the scheme of one life-time contribution, 
available to pensioners, to service employees as well. 


PAY RANGF. (R« PFR_ MONTH) 

GONTRIRlITION fRc PFR MONTH) 

Upto Rs.3000 

Rs. 15/- 

Rs.3001-6000 

Rs. 40/- 

Rs.6001-10000 

Rs 70/- 

Rs 10000-15000 

Rs. 100/- 

Rs 15001 and above 

Rs. 150/- 


All the Ministries may also contribute an amount equal to the employees' 
contribution to the provider Ministry and the revenue collected be held as 
corpus of funds for expanding medical facilities. 
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114 17 Wc have already mentioned that the problems facing the CGHS 

are not insurmountable The Parliamentary Standing Committee of the Ministry*, 
of Human Resource Development, observ ed the poor state of maintenance and lack 
of supervision, and suggested that the Dispensaries should be strengthened and 
expanded The Consultancy study by IIPA has also advised that though the CGHS 
suffers from inefficiency, negligence and mismanagement, the system’s logic docs 
not actually bear these defects. Instead of replacing the whole system, it makes a 
lot more sense to rectify and restructure it so that it may run efficiently A similar 
view has been expressed by a 1993 study of the National Council for Applied 
Economic Research According to the report the priorities of improving the 
situation are expansion of health facilities, acquiring more diagnostic equipment 
and facilities, increasing medicine supply, and removing congestion The 
Workshop also discussed the issues of cleanliness and inconvenience of timings 
and a desire to revert to the earlier two-shift system. The issues require a 
multi-pronged attack. Shortages of manpower are difficult to overcome as no new 
posts are created. Resort has, therefore, to be made to upgrading equipment and 
making all available equipment functional increasing space in available 
accommodation and dispersing excessively loaded dispensaries Besides, obtaining 
support serv ices like testing, injections, etc. on contract from open market wherever 
necessary, and promoting preventive measures to counter the pressure on curative 
arrangements also need to be tried out 

114 18 To begin with, maintenance and cleanliness in dispensaries 

should be awarded to private contractors and in-house appointment of Safai 
Kannacharics and other related staff should be gradually discontinued. Officials 
supervising cleanliness can also be dispensed with and Chief Medical Officers in 
dispensaries can be delegated powers to keep a watch and organise such contracts. 

114.19 Government employees have to absent themselves from office or 

attend office late because of the need to consult a doctor in CGHS dispensaries. 
The timings have t be such as to allow such consultations mainly outside office 
hours, both in the morning and evening. We, therefore, recommend split duty 
timings in the dispensaries. Dispensaries should run in the mornings as well as 
evenings, as they used to in the past. The total duty hours of personnel should, 
however, remain fixed as six hours per day as at present. A split duty allowance 
may be given to the employees deployed on such split duties at the following rates:- 

Executives Rs 1000/- per month 

Superv isory- Rs.500/- per month 

Supporting Staff Rs.3Q0/- per month 

Auxiliary Staff Rs.200/- per month 

As an alternative, Government may consider the introduction of double shift duty 
during the day in Dispensaries without making any addition to the existing staff 
Dispensaries should run in the morning as well as in evening and the night duty 
may be discontinued Facilities for emergency services during the night may be 
availed from the Government hospitals or such facilities may be developed in the 
poly -clinics Government Dispcnsarics/Poly-Clinics as extensions of the Central 
Government hospitals There should be constant rotation of the duties of the 
General Duty Medical Officers between hospitals and dispensaries for exposure to 
in-patient sy stems and processes. 


1676; 



Equipment for 
diagnosis and 
testing 


Supply of 
medicine 


Regular 

Inspections 


114.20 For diagnostic and testing equipment, the Ministry should make 

an assessment of resources required for procurement and maintenance of 
equipment by carrying out a factual survey of available equipment, the extent of 
non-functionality and the estimated shortages, and arrive at a percentage which 
may be used for earmarking funds out of the budgeted expenditure for procurement 
and maintenance of equipment Resort can be made to private diagnostic 
facilities on authorization.from CMOs of disoensaries, wherever necessary, 
to meet existing shortages. 

114 21 Demands have been received for permission to purchase medicines 

from private suppliers, whenever medicines arc not available in dispensaries, 
particularly those prescribed by specialists The administrative Ministry has 
suggested permitting private purchase of medicines on reimbursement by the 
respective Ministries/Departments, based on a short-list of medicines and drugs to 
be supplied under the CGHS. We do not, however, agree with this suggestion for 
reasons of its openness to abuse, the existence of a large Medical Stores 
Organisation under the Ministry, and avoidable burden on other Ministries. Bulk 
purchase of medicines should be through Medical Stores Organisation, 
shortcomings in the quantity of medicine in the dispensaries should be looked into 
well in advance and the method of indenting should be streamlined Ministry 
should examine the bottlenecks in adequate and timely supply of medicines, 
and the possibility of distribution of medicine through private parties to 
improve the supply of medicine. Supply of medicine to patients suffering 
from chronic diseases should be at least for three months at a time. The 
method of keeping medicines in the dispensaries should be made more 
scientific by indexing and classifying the medicines. 


114.22 The CGHS has a mechanism for regularly inspecting dispensaries, 

combined with a system of complaints and suggestions, and appointing Area 
Welfare Officers in consultation with the Ministry of Home Affairs This system 
has, however, not been successful in throwing up the inadequacies or remedying 
complaints A proper and effective reporting and reviewing system is an integral 
part of total health care for timely identification and rectification of inadequacies 
and infusing flexibility in the system of suggesting corrective measures ahead of 
break-downs. Shortages of staff can be effectively met by Computer 
applications. The staff of DGHS can be reviewed and effectively brought to 
use for inspections, by taking the following steps:- 

a) Inspection Teams can be formed comprising an officer of the 
DGHS, the GMO in-charge and the Area Welfare Officer, who 
will carry out full inspections at regular intervals, 

b) A pre-drafted questionnaire indicating all the areas requiring 
probe, including complaints and suggestions, should be 
permanently retained by the team as well as dispensaries for 
focussing on such areas; 

c) The team can carry out surprise visits to dispensaries with high 
complaint rate or problems, and be sufficiently empowered to 
take maximum possible remedial measures on the spot, 
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d) The team will be responsible for upkeep of statistical and 
financial information on beneficiaries, medicines, equipments, 
facilities, staff and cleanliness, in the dispensaries allotted to it; 
and 

e) A cell of IXJHS should monitor the regular conduct of 
inspections and compilation of statistical and financial 
information for policy decisions 


MEDIC AL REIMBURSEMENT SCHEME 


Rn-o&utum of 114 2? Since the time of the Second CPC Central Government employees 

private RSti's covered by the Central Service (Medical Attcndance)(CSMA) Rules have desired 

a greater freedom of choice of the health delivery outlets both for outpatient and 
domiciliary treatment as well as hospitalisation This demand has been made 
again The rules in question require only Authorised Medical Attendants (AMAs). 
appointed by heads of Departments, as the first point of medical contact AMAs 
are appointed from among medical officers of the Central or State Governments 
and Union Territories. Private RMPs are appointed where adequate number of 
Government doctors arc not available, particularly in remote areas The existing 
arrangement is adequate. 


Medical 114,24 We arc in favour of a greater freedom of choice in obtaining 

medical aid and advice, where Central Government is unable to organise its own 
facilities for employees Such a freedom, while aiming at development of 
employees w ithin their own responsibilities, will reduce much of clerical work 
involved in medical reimbursement claims for day-to-day to need For serious 
ailments and hospitalisations, however, we still do not sec any justification for 
removal of restrictions Accordingly, we recommend that in areas presently 
covered by medical reimbursement scheme for outpatient purposes a medical 
allowance of Rs.100 per month per employee may be granted only for 
outpatient facilities, not provided by either CGHS or any departmental 
medical facilities. 


Hospitalisation 
under Medical 
Reimbursements 


114 25 In the matter of hospitalisation under the CS (MA) Rules, 

demands have once again been made for greater freedom of choice by recognising 
more and more private hospitals, as also those recognised by State Governments 
and Public Sector Units, with adequate treatment facilities, particularly for serious 
illnesses Some of the memoranda have sought the setting up of captive CGHS 
hospitals for employees as the existing hospitals arc overcrowded and ill-equipped 
The CGHS already has a system of polyclinics having facilities for testing, X-Ray, 
Specialists, etc Government may consider establishing more such polyclinics 
Serious ailments and hospitalisation being a costly affair, employees have 
demanded freedom from the burden of arranging the initial deposits to be made for 
obtaining treatment, as large sums of money are involved Suggestions have been 
made for making reimbursements to hospitals and doctors directly through book 
adjustment, liberalising medical advances, full reimbursements subject to 
maximum ceiling limits and organising a system of Health Credit Cards 


R C i I M n X 114 2b 


The steps taken so far cover only CGHS areas The Ministry 
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may consider extending recognition to more and more referral institutions to 
remove regional imbalances. Wherever, CGHS Dispensaries or Health 
Agencies are opened, at least one referral hospital may be recognised. While 
rccogntsing hospitals for referral purposes, one consideration should be that it is 
recognised by the State Government or by Ccntral/Stalc Public Sector 
Undertakings for medical facilities for its. employees Keeping in mind the 
inadquacics in the health delivery system for the public at large, as also the 
existence of CGHS wings in Government hospitals, we do not recommend separate 
hospitals for CGHS beneficiaries. 

114 27 As regards ceilings on reimbursements, in cases of Government 

hospitals, there should not be any restrictions in reimbursement. In cases 
where reimbursement is for private referral hospitals then there may be 
restrictions regarding room entitlement but not for testing, treatment and 
medicines In particular, the present ceilings imposed on reimbursement of 
expenditure on expensive treatment like open heart surgery, kidney transplant etc. 
should be removed forthwith in favour of full reimbursement of actual expenses 
incurred. Private hospital rates should be negotiated every year as is already being 
done by public sector undertakings and full reimbursement upto the approved rates 
should be allowed. 

114 28 The demands for liberalising the system of medical advances arc 

justified. Lengthy procedure for sanctioning medical advance should be cut short 
by liberalising medical advance rules. We recommend that instead of the 
existing 80% advance admissible under the rules 100% advance may be 
made mandatory within a short time limit to remove the hardship of the patient 
in meeting expenditure towards medical treatment particularly hospitalisation 
specialised treatment and prolonged illness The payment of 90% advance may 
be made straight-away on receipt of the estimate. The remaining advance 
should also be paid within a period of one week after checking the bill/estimatc 
Instead of Head of the Department, Head of Office may be empowered to 
sanction such advance. The system should be evolved in such a way as to have 
a direct settlement of bills on pilot basis. 

114 29 The Maharasthra Government is considering a proposal of 

introduction of a system of "Health Credit Cards", for serious ailments, that the 
private recognised hospitals will honour at the time of admitting Government 
employees for treatment. The negotiations with the private hospitals are stated to 
be at an advanced stage. We recommend that a system of Health Credit Cards 
be introduced on a pilot basis with some selected private recognised hospitals, 
on the lines of the proposal in the Maharashtra Government, and if-found 
successful may be extended to other areas and hospitals 


TOWARDS TOTAL HEALTH CARE 


114 30 A look at the prohibitive present day health care costs points to 

areas that can check the rising phenomenon, administrative exigencies and 
dissatisfaction levels, considerably. Preventive and promotivc aspects arc effective 
low-cost "bclter-than-curc" measures. Immunisation, sanitation and health 
consciousness are necessary to effectively meet the pressures on the existing health 
delivery system We recommend that the Ministry of Health & Family 
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Welfare, as well as the nodal organisations for medical facilities should take 
concrete steps in that direction in Central Government Ministries, 
Departments and their attached and subordinate offices, as long-term and 
on-going regular interaction. The-following steps arc suggested- 

a) Basic health education: 

b) Encouragement of voluntary and regular medical check-ups, 

c) Preventive enforcement like safe drinking water, prohibition of smoking 

and more vigorous anti-AIDS campaigns, consciousness at all levels on 
health hazards, and 

d) Health fitness and longevity programmes 

114 31 Among the Central Government employees it would be 

reasonable to presume that greater health care and precautions are required beyond 
the age of 40 years, with lesser incidence from date of entry to Government service 
up to that age. Preventive health care also has a role to play here It may put 
enormous pressure on health outlets to prescribe compulsory and regular medical 
checkups for all employees We recommend compulsory medical examination 
for all Central Government employees beyond the age of 40 years of age, once 
in 3 years at Government cost, with a requirement that such medical reports be 
placed alongside the year's Annual Confidential Reports. The compulsory checkup 
may also be prescribed for those employees of age below 40 years, if their absence 
on grounds of ill health exceeds 30 days on more than one occasion in a year. Also, 
employeescontracting serious or chronic ailments like TB, Leprosy, Cancer, mental 
diseases, heart ailments, kidney ailments, etc. may be referred for compulsory 
annual medical checkup irrespective of age. 

114.32 To further the objectives of total health care, it is necessary to 

develop a regular and effective reporting and reviewing system for a two-fold thrust 
- decision-making, flexibility in deciding health-benefit packages, timely 
identification of inadequacies in the delivery system, and overall financial and 
administrative reporting on its various aspects on the one hand and on the other to 
evolve an effective system of grievance redressal at the micro-level. In the 
proposals on CGHS, we have recommended an elaborate system of inspections 
towards this end. We also recommend maintenance of a regular data-base for 
all medical facilities, beneficiaries, rules and regulations as a networked 
Management Information System. The network will be of immense use in 
reporting bottlenecks and shortages, and information dissemination on various 
aspects of health care, including availability of facilities like accomodation, 
medicines, pathological, bacteriological and radiological tests, etc.. 

114 33 Some memoranda to the Commission have demanded that all 

Central Government medical schemes should be brought under the Consumer 
Protection Act to check negligence on the part of Government doctors. The 
Consultancy study has also suggested the introduction of a system of medical 
accountability by creating a cadre of medical jurists in all the health services The 
Supreme Court judgement cited in para 127 6 has already brought the medical 
profession within the ambit of the Act. Creating a separate and additional cadre 
or unit for medical accountability may not be feasible. Our recommendations on 
revitalising the information, complaints and suggestions and inspection system 
should suffice for the purpose 
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MEDICAL INSURANCE 


114 34 Medical Insurance has been suggested by a number of associations 

and individuals in memoranda to the Commission for consideration as a viable 
alternative to the medical reimbursement mechanism in Central Government, 
particularly on the lines of the "Mcdi-carc" scheme of the national Insurance 
companies. The Third CPC engaged the LIC for preparing a scheme but did not 
consider the proposal feasible because of the prohibitive costs. The Fourth CPC 
also considered the subject, but left it to Government to examine the feasibility and 
modalities of the scheme. We observe that there arc over 4 lakh employees and an 
unspecified number of pensioners located in areas that are inadequately covered by 
any medical facilities. The CS (MA) Rules themselves leave it to various 
Ministries and Departments to administer the medical cover under rules framed by 
the Ministry of Health & Family Welfare. This mechanism itself generates work 
that need not be done in Government, when alternative means arc available. The 
workshop generated a consensus that insurance could be considered as a 
supplement to the existing arrangements. Papers presented by the different 
Insurers preferred coverage only for hospitalisation leaving out-patient treatment 
outside its scope. At the workshop and during official discussions. Secretary 
(Health) expressed the view that in the changing economic situation, medical 
insurance should be given a chance as a new concept in Central Government 
medical care. 

114.35 The papers on the subject of medical insurance presented at the 
Workshop on "Total Health Care" proposed tentative premia structures and a 
limited table of benefits. The proposal presented by Postal Life Insurance(PLI) 
at the Workshop was found to be considerably less expensive than the option 
presented by the Insurance Companies. This gives the PLI an edge. We 
recommend that the Ministry of Health may formulate a suitable Medical 
Insurance Scheme in consultation with the Postal Life Insurance and other 
Insurance Companies for adoption as a viable alternative to hospital 
reimbursements. Care may be taken that the proposed insurance scheme should 
not provide lesser benefits than those that are provided by the CS (MA) Rules in 
the matter of hospitalisation and specialist treatment. It should provide for full 
coverage of essential medical expenditure on in-patient treatment. Dental treatment 
should also be fully covered, but cosmetic treatments should be excluded. The 
scheme may be initially extended to all Central Government employees and 
their families who presently fall within the purview of CS (MA) Rules. The 
scheme of medical insurance will specifically exclude organisations having captive 
facilities for hospitalisation and in-patient treatment. In the long run such 
organisations may consider switching over to the medical insurance in replacement 
of their own facilities. 

114.36 In comparison to reimbursement, insurance is expected to relieve 
Government establishment of the work of processing claims, revising norms, and 
keeping watch on expenditure, besides providing independence in the watch over 
misuse of the facilities and flexibility in augmenting health care delivery for 
employees in case, at some later stage. Government finds that medical insurance 
is either more expensive compared to the present mechanism or provides less 
effective health and medical cover to employees and pensioners, the scheme may 
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be reviewed for any modifications that arc desired 

114 37 Health is one of the important ingredients of the service 

conditions' structure that affects the effectiveness and efficiency of employees It 
is essential that health care moves towards a system of universal, equitable and 
total availability Besides being an important and necessary welfare measure, it is 
of mutual interest that employees enjoy a robust health, not only for efficiency and 
effectiveness in Government, but also for preventing costly and avoidable loss of 
man-days We arc convinced that the recommendations made in this chapter will 
not only help to move in the direction of total health care, but also that the extra 
costs incurred, if any, during the initial years, will be more than offset by the 
advantages it bnngs in the long run. with a favourable social cost-benefit balance 
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Annexe 114.1 

(See para 114.1) 


MEDICAL FACILITIES FOR CENTRAL GOVERNMENT EMPLOYEES 
AS ON 31.3.94 


SNo 

Rulcs/Schcmcs of Medical Cover No of Employees 

% of total 

1 

All India Sen ices (Medical Attendance) 
Rules. 1954 




Indian Admn. Senice 

Indian Police Sen ice 

Indian Forest Sen ice 

5,336 

3,519 

2.721 

11,576 

0 23 

2. 

Ordnance Factories 


1.88,000 

3.68 

3 . 

Indian Railways 


16,26,040 

31 79 

4 

P&T Dispensaries 


3.47,987 

6.80 

5. 

Central Police Organisations 





National Security Guard - 
Border Securin’ Force 

CRPF 

1TBP 

C1SF 

Assam Rifles 

7,485 

1,71,735 

1,58,693 

29.504 
87,337 

52.504 

5,07,258 

9.92 

6. 

Armed Forces 


11,69,152 

22 86 

7. 

Central Government Health Scheme 

8,94,455 

17.09 

8 

Centra) Senice Medical Attendance Rules 

3,90,575 

7.63 


TOTAL 


51,14,588 

100 
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Annexe-114.2 

(See para 114 2) 


CONTRIBUTIONS TO CENTRAL GOVERNMENT HEALTH SCHEME 


(Figures in Rupees) 


SNO 

GRADE OF PAY/ 
PENSION 

RANGE// 

RATE % AT MIN * 

% AT MAX* 

1 

Upto Rs 1200 

825 

5 

0.67 

042 

2. 

1201-1500 

300 

10 

083 

0.67 

3 

1501-1800 

300 

15 

1 00 

0 83 

4 

1801-2500 

700 

2(i 

111 

0 80 

5 

2501-3200 

700 

25 

1 00 

0 78 

6. 

3201-4000 

800 

30 

0.94 

0.75 

7, 

4001-5000 

1000 

40 

1 00 

0 80 

8 

5001 and above 

4000 

50 

1.00 

063 


NOTES : # = Min-Max * = Rate - Grade of Pay/Pension 
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Annnexe 114.3 
(See oara 114.161 


DFTAILS OF BFNEfICIARIES. EXPENDITURE OF THE CGHS 


Year 

No. of 

Cards 

No. of 

Bene- 
ficiaries 

Average 
per card 
(3/2) 

Annual 
Fxpendi- 
ture (Rs. 
in crores) 

A v e r a 9 
P e 

b e ne f i 
c i a r 

F xpendi 
ture (5/3 

1986-87 

750599 

3287260 

4. 4 

37. 16 

Rs.113.04 

1987-88 

769818 

3510018 

4.6 

43.42 

Rs.123.71 

1Q88-8S 

81 9494 

3619290 

4.4 

55.20 

Rs.152.52 

1989-90 

852876 

3833397 

4.5 

57.29 

Rs.149.45 

1990-91 

898035 

3957730 

4.4 

70.47 

Rs.178.06 

1991-92 

935381 

4122763 

4.4 

80.59 

Rs.195.48 

1992-93 

872272 

3992854 

4.6 

88.58 

Rs.221.83 

1993-94 

894455 

4000528 

4.5 

118.87 

Rs.29?.14 


Source: Base paper of Ministry of Health & Family Welfare 
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115.1 The General Provident Fund Scheme for Central Government 
employees was launched in the year 1960 to serve the twin objectives of inculcating 
die habit of thrift among employees and providing some means to them in times of 
need. All government servants who have completed a year's service and all rc- 
cmploycd pensioners, other than those eligible for admission to a contributory 
provident fund scheme, arc required to participate in and contribute to the Fund 
compulsorily. Temporary government servants also have an option to subscribe 
to the Fund even before they complete a year's service. Provisions governing the 
rates of subscription to the Fund, enhancement of subscription, refundable 
advances and non-refundable withdrawals from the Fund for the specified 
purposes, final payment of accumulations and other related matters arc contained 
in the General Provident Fund (Central Services) Rules, I960 and orders issued by 
Government thereunder These provisions have been liberalised from time to time. 

115.2 There has been a widespread demand that participation in the 
Fund should be made optional. It has been argued in this context that (a) savings 
instruments and various other attractive schemes which yield substantially higher 
returns are now increasingly available; (b) there is a growing tendency among 
employees to resort to frequent withdrawals from the Fund; and (c) the accretions 
to the Fund arc, in any case, not very significant. On the other hand certain 
sections of employees have urged that the minimum monthly subscription to the 
Fund should be enhanced from 6 pa cent of the emoluments to 10 per cent and that 
the present restriction on the maximum subscription not exceeding the total 
monthly emoluments of an employee should be removed. 

115.3 On considaation of a similar demand, the Fourth CPC was not in 
favour of either discontinuing the scheme or making it optional because the Fund 
provided relief to employees in time of genuine need while in service by permitting 
withdrawals not available to the same extent from the Public Provident Fund 
maintained by post offices and nationalised banks. It had also noted that, frequent 
withdrawals by employees nolw ithstanding, there had been net accretions ranging 
from Rs 24 crorcs in 1979-80 to Rs. 150 crorcs in 19X3-84. The observations of 
the Fourth CPC on this question arc valid even today The net accretions to the 
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Fund have also increased substantially since 1983-84 and ranged between Rs 590 
crorcs in 1990-91 and Rs 954 crorcs in 1993-94 improving therein government's 
ways and means position Besides, the Fund serves a useful purpose and ensures 
availability of a substantial amount to the employees on superannuation, which 
might otherwise be frittered away Should participation in the scheme be made 
optional, the Slate Governments would also be compelled to follow suit though 
they can ill afford to do so, given the severe constraints of resources Having 
regard to all the relevant factors, we are of the considered view that it would 
be desirable to maintain the status quo. 

115.4 The rate of minimum subscription to the Fund having remained 

constant during the last two decades, a review would perhaps be justified 
However, the monthly subscription even at the present rate of 6 per cent of 
emoluments (which include pay, leave salary and any other remuneration in the 
nature of pay but exclude dearness allowance) would increase significantly 
following the introduction of the revised scales of pay recommended by us and the 
merger of the dearness allowance therein. Our other recommendations on the 
establishment of Pension and Housing Funds would also require monthly 
contributions from the employees involving a recurring additional commitment In 
the circumstances, we would not recommend any change in the minimum 
subscription. 

115 5 We, however, recognize that there may be occasions when 

employees may desire to subscribe larger amounts to the Fund in order either to 
reduce their tax liability or to increase their savings Though they do have an 
option to contribute more than the minimum to the Fund and to vary the rate of 
subscription, the present restriction on the maximum monthly subscription often 
proves to be an inhibiting factor. There may consequently be some justification to 
give greater freedom to the employees to contribute larger sums to their provident 
fund provided the liability on this account is met entirely from their salaries We, 
therefore, recommend that for the purpose of determining the maximum 
monthly subscription, dearness allowance may also be included in the 
definition of emoluments and the maximum subscription be restricted to the 
pay, leave salary and any other remuneration which is in the nature of pay 
plus dearness allowance. 

115.6 Employees' subscription to the Fund earns interest at rates 

declared by government annually. The present rate, in force since 1986-87, is 12 
per cent per annum. Large sections of employees have demanded upward revision 
of the rate of interest on subscriptions so as to place it at par with the interest paid 
on their long-term deposit schemes by the Unit Trust of India, mutual funds, and 
so on. Some have suggested that this should be between 15 and 20 per cent. We 
have been informed by the Finance Ministry that the prevailing rates of interest on 
savings bank accounts, bank deposits, etc. are kept in view in determining the rates 
of interest. According to them, the present rate is quite reasonable having regard 
to the other benefits, such as rebate in income tax on subscriptions, exemption of 
interest from tax, admissibility of interest-free advances from the Fund, protection 
against court attachments, free insurance cover, etc. that are available to 
subscribers In our view, it may not be appropriate to draw comparisons with the 
returns on investments in Units, mutual funds, etc Considering, however, the fact 
that the rate of interest has remained static since 1986-87 and that banks and 
financial institutions have now been given flexibility in determining the rates of 
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interest winch arc not necessarily uniform, there would appear to be a case for 
increasing this to at least 13 per cent. We recommend accordingly 

115 7 It has been urged that the conditions governing advances and 

withdrawals from the Fund as well as recovery of advances should be further 
liberalised We find that there is a general tendency particularly among employees 
m Groups C and D* to frequently apply for advances from their provident fund 
accounts Often, these arc treated as savings bank accounts, defeating the very 
purpose of wlfat is essentially a social security measure Besides, Government 
themselves have periodically liberalised the relevant provisions and even as 
recently as December. 1995 the rules have been amended to enable withdrawals for 
the purchase of consumer durables The minimum period of service that one is 
required to complete so as to be eligible to make noti-rcfundablc withdrawals from 
the Fund has also been reduced from 20 to 15 years The existing provisions 
relating to recovery of advances are also considered to be adequate Any further 
liberalisation may not be necessary in the circumstances. In fact, in order to 
reduce the administrative and accounting work involved in processing a large 
number of frequent requests for refundable advances, we would recommend 
that advances from the Fund should not be permitted on more than two 
occasions in a financial year 

115 8 We. however, find that the rules presently permit non-rcfundable 

withdrawals to meet expenses on the higher education of subscribers' children in 
specified technical and professional courses only on a single occasion, though the 
courses last for more than one academic year, involving substantial expenditure on 
annual fees Considering the high cost of professional education, we 
recommend that this restriction be removed and non-refundable withdrawals 
on this account permitted annually so long as the concerned child continues 
to pursue the technical or professional course 

115 9 With a view to motivating employees to maintain the 

accumulations in their provident fund accounts intact till superannuation, a scheme 
for payment, as an incentive, of an additional interest of one per cent to those 
employees who did not withdraw any sums from their accounts during the 
preceding three years was introduced in April, 1975 This was, however, 
discontinued from the financial year 1986-87 following the upward revision of the 
rate of interest from 10 5 to 12 per cent per annum. We have been informed by the 
Department of Pension and Pensioners' Welfare that a proposal for reintroduction 
of the scheme was considered recently, but was not agreed to because of differing 
views expressed on the subject in mter-mmisterial discussions. We do not find any 
preponderant reasons which would militate against revival of the incentive scheme 
On the contrary, this could conceivably curb the tendency of employees to make 
frequent withdrawals from the Fund, besides improving government's ways and 
means position In view of the definite advantages which would accrue to the 
government as well as the employees, we are inclined to accept the demand 
for revival of the incentive scheme 

115.10 Government have also introduced an insurance scheme for 

employees linked to the deposits in their provident fund accounts Under the 
scheme, on the death of a subscriber who has rendered not less than five years' 
service, the person entitled to receive the accumulations in the provident fund 
account of the deceased is eligible to receive an additional amount equal to the 
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average balance in the account during the three-year period immediately preceding 
tiic subscriber's death, subject to an overall ceiling of Rs.30,000 This is, however, 
subject to the condition that the balance at the credit of the subscriber shall not 
have fallen during this period below the amounts prescribed in this regard, which 
range from Rs.3,000 to Rs. 12,000 depending upon the employee's scale of pay 
during the greater part of the three-year period. It has been suggested that, instead 
of restricting the additional amount payable to the nomincc(s) of a deceased 
subscriber under the Deposit-linked Insurance Scheme to the average balance in the 
account during the preceding three years, a sum of Rs.50,000 or Rs I lakh should 
be paid uniformly to all subscribers irrespective of their status or scale of pay 

115.11 The maximum amount payable under the scheme was raised from 

Rs 10,000 to Rs.30,000 only with effect from January, 1989. It is also logical, in 
our view, to maintain a nexus between the sum assured under the scheme and the 
balance in the accounts of subscribers and uniformity in regard to the amount to be 
paid would not be justified. Having, however, due regard to the social security 
implications of this measure and to the revised pay structure recommended by us. 
the maximum amount payable under the scheme may be enhanced from 
Rs.30,000 to Rs.l ,00,000, subject the condition that the balance at the credit of the 
subscriber shall not have fallen during the preceding three years below the 
following revised limits:- 


(a) Rs.40,000 for a subscriber who had held a post in a scale of pay the 
maximum of which was Rs.l 2,000 or more during the greater part of 
the three-year period; 

(b) Rs.25,000 in the case of a subscriber who had held a post in a scale of 
pay the maximum of which was Rs.9,000 or more but less than 
Rs.l 2,000 for the greater part of the three-year period; 

(c) Rs.15,000 in the case of a subscriber who had held a post in a scale of 
pay the maximum of which was Rs.3,500 or more but less than 
Rs.9,000 for the greater part of the three-year period; 


(d) Rs.l 0,000 in the case of a subscriber who had held a post in a scale of 
pay the maximum of which was less than Rs.3,500 for the greater 
part of the three-year period. 


Retention of 

Accumulations 

after 

superannuation 


115.12 Yet another demand submitted to us is that employees should be 

permitted to retain their accumulations in the Fund with government for a period 
of two years even after their superannuation and paid normal interest on the 
amounts so retained. We are in agreement with the views expressed by the nodal 
ministry that acceptance of this demand would result in the final settlement of 
employees' provident fund dues remaining pending for a long period after 
retirement, leading to administrative problems. We are also of the view that no 
special advantage is likely to accrue to the employees in the context of the 
pronounced policy of government to settle expeditiously the terminal dues of 
superannuating employees as well as of the availability of other attractive 
investment options outside government We do not, therefore, recommend any 
change in the existing provision in the rules which permits retention of 
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accumulations in the Fund for a period of up to six months, which we consider 
to be adequate 


Is\Ui- (>J 
Hook\ 


115.13 The Third CPC had recommended the issue of Passbooks 

indicating the up-to-date status of the provident fund accounts of employees. Its 
implementation not having been satis factor)-, the recommendation was also 
reiterated by the Fourth CPC, which was of the view that this measure would 
provide greater satisfaction to the subscribers We. however, regret to observe that 
the issue of pass-books to subscribers has been confined only to personnel in 
Groups A' and D’ and that too only in some of the ministries and departments 
even after the lapse of more than two decades. We would, therefore, impress 
upon Government to ensure that the process of issue of pass-books to all 
Central Government employees is completed within a period of six months. 
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Introduction 


Enhancement of 
subscription and 
Insurance Cover 


@e*ttnal (government &ntfatoqeee 
(faoufc 'Ittowuwce Scheme 


116.1 Based on the recommendations of the Third CPC, a compulsory 
group insurance scheme for Central Government employees was introduced in July, 
1977. This was replaced by a new scheme w.c.f. January 1, 1982 with the 
objective of providing, at a low cost and on wholly contributory and self-financing 
basis, the twin benefitsjof insurance cover to the families in the event of the 
employees' death while in service and a lump sum payment on cessation of 
employment. The rates of subscription to the scheme vary, depending on the 
Group to which the employee belongs and have been revised periodically along 
with the benefits available under the scheme. The present rates arc Rs. 15, Rs 30. 
Rs.60 and Rs.120 per month for employees in Groups D', 'C', B' and A' 
respectively, and the corresponding insurance cover is Rs. 15,000, Rs.30,000, 
Rs.60,000 and Rs.1.20 lakhs respectively. Subscriptions from employees arc 
apportioned between two Funds • the Insurance Fund and the Savings Fund -in the 
ratio of 30:70 based on an average mortality rate of 3.60 per thousand. 

116.2 A number of suggestions have been received by us that the rates 
of subscription and the insurance cover should be enhanced by varying amounts 
Some have also urged that the insurance cover should be Rs.5 lakhs uniformly for 
all categories of employees, while a few others are of the view that the minimum 
cover for Group 'D' employees should be Rs.40,000. Other suggestions are that 
the rates of subscription should be based on the pay of employees and not on 
classification of posts as in the case of house rent allowance, travelling allowance, 
leave travel concession, etc., and that employees should have an option to subscribe 
to the scheme at rates higher than that prescribed, so as to be eligible for greater 
benefits. 

116.3 We have been informed by the Department of Expenditure that the 
rates of subscription and insurance cover are based on average mortality rates, 
which range from 5 per thousand in the case of Group ' D’ employees to 2 to 2 5 per 
thousand in respect of those in Group A’ and 'B', and that an element of cross- 
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subsidisation is. therefore, one of die inherent features of the scheme. It has also 
been pointed out that if the subscriptions arc based on the pay of the employees 
regardless of the posts held by them, the scheme would not be viable financially 
Besides, acceptance of the suggestion to link the subscriptions with pay would be 
contrary to the basic concept and principles of a group insurance scheme. The 
paying capacity of different categories of employees will also have to be duly taken 
into account in determining the rates of subscription. In the circumstances, we 
arc of the view that the existing arrangements, which are logical and rational, 
may continue 


Revised rate s t >{ 
subscription and 
insurance cover 


116 4 The rates of subscription and insurance cover were last revised in 

January 1990 based on the recommendations of the Fourth CPC Erosion, since 
then, in the real value of the rupee has been considerable. Improvements in the 
compensation package recommended by us would also enable employees to 
increase their subscription and receive higher benefits. There is, therefore, a ease 
for a revision. In view, however, of the close relationship between the rates of 
subscription and the insurance cover, we do not find any merit in the suggestion 
tliat the cover should be uniform for all categories of employees. Having regard 
to all the relevant factors, we recommend that employees classified as 
Auxiliary Staff, Supporting Staff, Supervisory Staff and Executives may be 
required to subscribe Rs.30, Rs.60, Rs.120 and Rs.240 per month 
respectively. As a result, the insurance cover may also be correspondingly 
enhanced to Rs.30,000, Rs.60,000, Rs.1.20 lakhs and Rs.2.40 lakhs. 


Option to 
subscribe at 
higher rates 


116.5 The basic concept of a group insurance scheme is that employees 

contribute a fixed amount and receive a fixed sum as benefit. If employees are 
given an option to subscribe varying amounts of their choice, individual accounts 
would need to be maintained, involving additional expenditure on administration 
of the scheme, which would result in a reduction in the benefits. Practical and 
administrative difficulties arc also likely to arise in the process. We are, 
therefore, not in favour of providing an option to the employees to subscribe 
at higher rates* 


Apportionment 
between Savings 
and Insurance 
Funds 


116.6 A large number of individual employees and associations 

representing them have urged that the accretions under the scheme in the form of 
subscriptions should be apportioned between the Savings and Insurance Funds in 
the revised ratio of 90:10. We have been informed by the Department of 
Expenditure that the present ratio of apportionment (70:30) between the two Funds 
was adopted with effect from January 1,1988 following a decline in the mortality 
rale from 3.75 to 3.60 per thousand during 1982-84 and that this is being reviewed 
in consultation with the Insurance Division of the Ministry of Finance so as to 
relate it to more recent data on mortality rates. 


116 7 Unfortunately, reliable and up-to-date data on mortality rates 

during the period subsequent to 1982-84 arc not readily available. Various studies 
nevertheless reveal that life expectancy in the country, both at birth and at higher 
ages, has been generally on the increase. For instance, according to the statistics 
compiled by the Registrar General of India, whereas persons in the age group of 
50-55 years wore expected to live for a further average period of 20 4 years during 
the period 1970-75, this had increased to 22 7 years during the period 1986-90 
Similar trends arc also discernible in respect of persons in other age groups 
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Our 

recommendations 


Parity with Army 
Group Insurance 
Scheme 


Improved medical and health facilities and the positive effects of health care have 
also led to a perceptible decline in mortality in most age groups For instance, the 
mortality of persons in the age group of 45-49 years had declined from 9.5 per 
thousand in 1971 to 7.5 per thousand in 1992 Incidence of sickness per unit of 
population has also been more pronounced only in persons above the age of 60 
years Further, based on data relating to the period 1976-80, the World Bank had 
estimated an increase of two years per decade in life expectancy at birth It had 
also estimated the life expectancy for men and women as 72 years and 74 years 
respectively Based on the available statistics of life expectancy and mortality and 
improvements in health delivers' systems, it would not be unreasonable for us to 
assume that life expectancy would rise further during the eighties and carls 
nineties, svilh a corresponding decline in mortality rates 

116.8 In our opinion, there is a ease for a detailed review of the current 
mortality rates ssith a vicsv to revising the apportionment between the Savings and 
Insurance Funds. We realise that this would necessarily take some time In order 
to ensure the flow of increased benefits to the serving employees during the 
interim period - which should not.be denied to them merely because of the 
non-availability of data on mortality rates - we would recommend that the 
ratio of apportionment between the Savings and Insurance Funds may be 
provisionally revised to 75:25. We would also like to emphasize that 
Government should devise an appropriate machinery for a periodical review 
of the mortality rates and adjustment of the apportionment ratio 

116.9 There is a separate group insurance scheme for Armed Forces 
personnel which is administered and managed by a registered society formed for 
the purpose and offers comparatively belter benefits. For a monthly subscription 
of Rs.275 and Rs. 100 respectively by Officers and Personnel Below Officer Rank, 
the insurance cover available, in addition to the maturity benefit at the time of 
discharge or retirement is Rs.3.85 lakhs and Rs. 1.65 lakhs respectively Besides, 
a disability benefit is also paid, based on the extent of disability, in eases of release 
on medical grounds. On payment of the prescribed lump sum amount (Rs.6.900 
by Officers and Rs.3,500 by Personnel Below Officer Rank) and a monthly 
premium (Rs.6.05 for Officers and Rs.3.58 for Personnel Below Officer Rank), the 
scheme also enables eligible personnel-to become members of an extended 
insurance scheme which provides life insurance cover for a period of up to 20 years 
after retirement or 70 years of age, whichever is earlier. The scheme being 
considerably more attractive, it has been urged that the present Central Government 
Employees’ Group Insurance Scheme should be replaced by a scheme similar to 
that applicable to Armed Forces personnel. Extension under the scheme of lhc 
disability benefit to those civilian employees who arc boarded out of service with 
a disability of 20 per cent or more due to reasons which may or may not be 
attributable to their serv ice has also been demanded. 

116.10 On a detailed examination of these demands, we find that the 
benefits under the Army Group Insurance Scheme are better because of the higher 
yields and returns obtained by investment of the accretions to the Fund outside 
government account, which are passed on to the beneficiaries. On the other hand, 
accretions to the civilian scheme arc retained in the Public Account and utilized 
towards improving the ways and means position of Government The Department 
of Expenditure is, however, averse to the idea of entrusting the administration of 
the scheme to an outside agency on the ground that (a) the expenditure incurred on 
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administration of the scheme would reduce overall benefits; (b) some contribution 
will have to be made by the government if the benefits accruing from the scheme 
arc to be maintained at current levels without any increase in the rates of 
subscription and the scheme will consequently cease to be a self-financing one; 
and (c) accretions under the scheme arc presently utilized for house building 
advances and extension of loans to the Housing and Urban Development 
Corporation for construction of low-cost dwelling units for Central Government 
employees and their transfer to an external agency would affect adversely the 
resources available lor the purpose, which would instead be utilized by the external 
agency for investment for profit. 

116 11 The Department's apprehension that the expenditure incurred on 

administration of the scheme by an external agency would reduce the overall 
benefits would not appear to be well-founded because the registered society 
responsible for administering the Army Group Insurance Fund is able to do so and 
distribute substantially higher death and survival benefits even after meeting all 
costs on its own without any financial support from government or any other 
organisation. As regards the likely adverse impact on the availability of resources 
for housing, in the chapter on "Housing Facilities", we have suggested certain 
measures for substantially augmenting the resources for housing loans. Other 
innovative methods of financing could also be considered in the liberalised 
economic environment. 

Our 116.12 The problems are, therefore, not entirely insurmountable. 

recommendations Considering the fact that the insurance scheme is financed entirely by employees’ 
contributions, we are of the firm view that it should be operated outside the 
Public Account and its administration and management entrusted to a trust 
or similar autonomous body, which could ensure better returns to the 
employees by judicious investment of the accretions. We recommend 
accordingly. Such a course of action would also be appropriate in the present 
climate of economic liberalisation and in conformity with our objective of 
redefining government's role in certain specified spheres. In any event, even if 
such a course of action is not considered feasible for valid and inescapable 
reasons, which should be clearly spelt out, Government should ensure that the 
beneficiaries of the scheme are extended the same benefits, including the 
disability benefit, as are admissible to those covered under the Army Group 
Insurance Scheme. 



Rules governing 
leave entitlements 


Quantum of 
annual earned 
leave 


Limit on 

accumulation of 
earned leave and 
encashment 
thereof 



Cleave 


INTRODUCTION 


117.1 Different sets of rules govern the leave entitlement of different 

sections of government employees. Central Civil Services (Leave) Rules, 1972, 
govern all matters of leave of Central Government employees other than those 
employed in industrial establishments. Members of the All India Services are 
covered by the All India Services (Leave) Rules, 1955. Provisions relating to leave 
are similar for personnel of All India Services as well as non-industrial Central 
Government employees and our recommendations in this chapter shall be equally 
applicable to both these categories. We have separately dealt with leave 
entitlements of the industrial employees of the Central Government. 


EARNED LEAVE 


117.2 Government employees are entitled to 30 days of earned leave 
even,' year. A demand has been made to increase the quantum of earned leave 
admissible annually. After taking into account weekends and other closed holidays, 
only 242 working days are at present effectively available in a year. For working 
242 days in a year, a Government servant is entitled to 30 days of Earned Leave, 
20 days of Half Pay Leave and 12 days Casual Leave, which represent more than 
25% of the total working days. We also note that leave entitlements in the central 
government already compare quite favourably with those in some of the most 
developed countries in the world. In view of the above, we do not favour any 
further increase in the quantum of earned leave. 

117.3 The limit of accumulation of earned leave was increased from 180 
days to 240 days, as per the recommendation of the Fourth CPC. The same limit 
applies for encashment of earned leave at the time of retirement No encashment 
of earned leave while in service is allowed at present. 
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Allowing 
travelling time to 
employees posted 


117 4 JCM has consistently been demanding further increase in the limit 

of accunuilalion of earned leave as well as allowing in-scrvicc encashment of 
earned leave Most of the state governments have already allowed the facility of 
in-service encashment of earned leave to their serving employees. Even in the 
Central Government, the Board of arbitration m its Award dated 31-3-89 in CA 
reference No.3 of 1986 allowed encashment of earned leave while in service 
However, die government did not accept this award because of its adverse impact 
on the national economy 

117.5 The demand for in-scrvicc encashment of earned leave had been 
considered by earlier Pay Commissions also. The Second CPC rejected it on the 
ground that the entitlement to leave was not even remotely intended to serve as a 
means of supplementing an employee's earnings The Third CPC considered the 
demand in detail after taking into account factors such as the extension of this 
benefit by various State Governments, the impact of such encashment combined 
with leave on efficiency , etc The Commission did not. however, recommend, like 
its predecessor, acceptance of the demand because it was not convinced of the 
rationale therefor. There was no mention of tins demand in the report of the Fourth 
CPC 

117.6 The financial implications of allowing m-scrvice encashment of 
earned leave would be rather high and the government may not be able to a fiord 
a recurring, annual expenditure of such a large magnitude. It may not, therefore, be 
desirable to agree to the demand for annual encashment of earned leave. There 
may, however, be some justification for enhancement of the ceiling on 
accumulation of earned leave during one’s career. There have also been persistent 
demands that employees should be paid a cash allowance to meet incidental 
expenses during travel on Leave Travel Concession. Considering all these 
demands together, we arc of the view that encashment of leave during one’s career 
should be linked to Leave Travel Concession, so that additional funds arc available 
to the employees Accordingly, we propose that: 


(i) all employees may be permitted to encash 10 days earned 
leave at the time of availing of Leave Travel Concession, 
subject to the conditions that (a) the total leave so encashed 
during the entire service career does not exceed 60 days in 
the aggregate; (b) earned leave of at least an equivalent 
duration is also availed of simultaneously by the employee; 
(c) a balance of at least 30 days of earned leave is still 
available to the credit of the employee after taking into 
account the periods of encashment as well as leave; and (d) 
the period of leave encashed shall be deducted from the 
quantum of leave that can be normally encashed by him at 
the time of superannuation. 


(ii) simultaneously, the ceiling on the total earned leave that can 
be accumulated during one’s career may be enhanced from 
the present 240 days to 300 days. 

117 7 Presently, Central Government emp T xs travelling outside their 

area of posting on earned leave arc not allowed any travelling time, except in the 
case of employees serving in a few specified remote areas of Lakshadweep, A&N 
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m remote areas 


Islands, Sikkim and North Eastern region Central Government employees have 
dematided grant of travel lime as admissible to jfon-commissioncd personnel of 
defence forces We note that this facility has been extended strictly to specified 
categories of defence personnel having regard to their conditions of service, which 
require a majority to serve in non-family field areas, while their families live 
separately On the other hand, a majority of the civilian employees, barring a few 
posted in remote areas of the country, arc not subject to such disabilities The 
demand, therefore, lacks adequate justification and can not be accepted as far 
as the generality of the Central Government employees are concerned. 


117 8 As far as government servants serving in specified remote areas 

recommendations a&N Islands, Lakshadweep and Arunachal Pradesh arc concerned, they arc 
allowed travel time while spending their leave outside these UTs/Statc In the ease 
of government servants proceeding on leave from places of posting in North 
Eastern region, the period of travel in excess of two days from the station of 
posting to outside that region is treated as travel time The same concession is 
admissible at the time of return from leave as well. There arc, however, certain 
other remote areas to which this concession has not been extended, though civilian 
employees posted in these areas arc subjected to similar hardships while proceeding 
on leave and spend considerable time on travel, resulting in a curtailment of the 
period actually spent on leave. Accordingly, we recommend to the government 
to initiate necessary steps for ensuring extension of this concession to all 
employees serving in such areas as are not easy of access, based on certain 
clearly-defined criteria. 


Restricting 
hum her of El. 
which can he 
availed in one 
spell 


117.9 Presently, the maximum amount of earned leave which can be 

availed of by government servants at one time is 180 days We feel that such a 
long spell of earned leave is not needed ordinarily and is frequently misused for 
defying authority in case of transfer. We, therefore, propose to reduce the 
maximum number of days of earned leave that can be availed of at one time 
to 60 days. 


.Prescribing limit 
on time available 
for retrospective 
Conversion of 
leave 


117 10 As per the existing provisions, at the request of a government 

sen ant, the authority which granted his leave may convert it retrospectively into 
leave of a different kind which was due and admissible to him at the time the leave 
was granted, but the government servant cannot claim such conversion as a matter 
of right The conversion of one kind of leave into another is subject to adjustment 
of the leave salary' already paid on the basis of leave finally granted to the 
government servant. However, this conversion of leave cannot be done after the 
employ ee ceases to be in service. It has generally been observed that the provision 
in the rules permitting conversion retrospectively is open to a lot of abuse in actual 
application, especially at the time of retirement. It would, therefore, be desirable 
to prescribe an appropriate time limit within which one kind of leave can be 
converted into another, instead of leaving it open -ended as at present. We 
recommend that any conversion may be permitted only if it is applied for 
within a period of 30 days from the expiry of the spell of leave actually 
availed of by an employee. No discretion should be allowed to the leave 
sanctioning authorities in this regard. 


Earned leave in 

vacation 

departments 


117 11 Central Government employees serving in vacation departments 

arc entitled to ten days' earned leave annually. Personnel working in these 
departments have demanded parity with other Central Government employees in 
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Rules governing 
half pay leave 


Encashment of 
half pay leave 


Commuted leave 


Enhancing the 
quantum of 


leave matters We are unable to concede this demand as these employees 
already enjoy the advantages of vacation departments. However, the scheme 
of in-service encashment of earned leave along with LTC as recommended for 
other Central Government employees should be extended to them. 


HALF PAY LEAVE 


117 12 Central Government employees arc entitled to half pay leave of 

10 days in respect of each completed half-year of service. There is no upper 
ceiling on accumulation of HPL. The commuted leave and leave not due granted to 
a government servant arc debited against the half-pay leave Female government 
servants can also avail themselves of this leave in continuation of maternity leave 
in order to look after their child for an adequate period. Many associations have 
demanded merger of this leave with earned leave. However, we arc of the view that 
half-pay leave serves a definite purpose and its abolition or merger with earned 
leave would create hardships in genuine cases of medical disorders, to mothers of 
new born babies, etc. Hence we propose no change in the present structure of 
half-pay leave. 

1 i 7 .13 At present encashment of HPL is allowed to government servants 

on superannuation, subject to the condition that the amount of pension and pension 
equivalent of gratuity is deducted from the amount payable as cash equivalent. We 
observe that no real financial benefit occurs to the retiring government servant on 
account of this encashment because of the deductions effected therefrom. 
Accordingly, we propose to abolish the present encashment formula of half 
pay leave and, instead, permit Central Government employees to encash their 
accumulated half-pay leave at the time of their retirement to the extent of the 
shortfall, if any, in the maximum earned leave that can be encashed by them. 
This will ensure that an employee is compensated to a certain extent in respect of 
the half-pay leave earned and accumulated by him. 

117.14 Presently, commuted leave not exceeding half the amount of half¬ 

pay leave due can be granted to a government employee on production of a medical 
certificate. Medical certificate is not necessary for commuted leave in continuity 
of maternity leave and female government servants are also allowed this leave up 
to a period of 60 days without medical certificate in cases of adoption of a child 
It has been observed that medical leave is often used by many employees to absent 
themselves without due cause to escape a strict officer, thereby subverting the 
prescribed procedure of getting their leave sanctioned. This undesirable tendency 
can be curbed only by making the procedures for availing of commuted leave more 
stringent. Accordingly, we propose that medical leave for all categories of 
government employees should be sanctioned only on the production of 
medical/fitness certificate from either a doctor in a CGHS dispensary or an 
Authorised Medical Attendant in places where CGHS dispensaries are not 
available. 


MATERNITY LEAVE 


117.15 Presently maternity leave of 90 days twice in the entire career is 

available to women employees having less than 2 children. A demand has been 
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maternity leave 


Paternity leave 


Limiting 
maternity leave 
available for 
miscarriage , 
abortion etc. 


widely made lo increase the period of maternity leave to six months on the pattern 
of some State Governments like Kerala and Haryana. At present, apart from the 
Centra! Government, maternity leave of 90 days is available to women employees 
working in PSUs, educational institutions and hospitals and leave of 80 days is 
allowed to those in the private sector. It may also be pertinent to note that in a 
study recently sponsored by the National Commission for Women on "Working 
Women and Their Family Perspectives", grant of six months' maternity leave twice 
in a career to working women has been recommended on the ground that this would 
facilitate working mothers to breast-feed their children for the first six months that 
arc considered crucial for a child's growth. Certain other scientific studies have also 
shown that breast-feeding the child is preferable to artificial "baby food" While 
these findings can not be denied and the long-term aim should be to increase the 
maternity leave to 180 days twice in the entire career of women employees having 
less than 2 children, it may be difficult to implement this at once. Already there is 
a clear gender bias against female employees in the government hierarchy which 
is dominated by male officers, This bias is likely to be accentuated further if the 
quantum of maternity leave is doubled at one go. Accordingly, we recommend 
that the quantum of maternity leave may be enhanced from the present to a 
total of 135 days, to be availed of twice in the entire career by those having 
less than 2 children. 

117.16 We have also received demands seeking paternity leave of 15 days 
for male employees. No such leave exists at present. However, in the past, 
paternity leave was not necessary because the joint family norm was being followed 
in most of the families where the presence of the husband at the time of child-birth 
was not critical. With the onset of urbanisation, the nuclear family norm has 
become dominant and couples have to depend on each other much more for their 
needs. Today the presence of a husband near his wife at the time of child-birth has 
become crucial. While the male government employee can theoretically avail of 
earned leave to be with his wife at the time of child-birth, such leave may, at times, 
be refused on grounds of exigency of work. We, therefore, recommend that 
paternity leave of 15 days may be given to the male employees during the 
confinement of their wives provided the government servant has less than 2 
children. This paternity leave being linked to confinement should normally 
not be refused under any circumstances. 

117.17 Under the rules, maternity leave not exceeding 45 days may be 
granted to a female government servant in case of miscarriage, including abortion, 
on production of a medical certificate from a registered medical practitioner or 
authorised medical attendant, as the case may be. Although there is no restriction 
on the number of occasions on which such leave may be granted, we have received 
demands for removing the overall ceiling prescribed. We note that this facility is 
open to misuse. Also, as per the provisions of the MTP Act, abortion is not a 
method of contraception but a health measure. Therefore, there is a need to place 
a restriction on the total availability of leave for this purpose. This is also in the 
interest of the health of the female government servant as she would go in for 
preventive measures rather than resorting to abortion. In the light of all these 
considerations, we feel that the amount of such leave which a female 
government servant can take in her entire career should be restricted to an 
overall ceiling. This may continue to be 45 days as at present. 
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Extra ordinary > 
leave for 
employment 
outside the 
government 


Limiting the 
quantum of extra 
ordinary leave 


Study leave 


Sabbatical 


OTHER KINDS OF LEAVE 


117 1X Wc have received numerous demands requesting grant of long 

spells of extraordinary leave for purposes of accepting employment outside the 
Government. At present, under rule 15 of the CCS(Conducl) Rules, except with 
the previous sanction of the Government, no Government serv ant is allowed to 
undertake any other employment Wc arc of the view that allowing extraordinary 
leave to executives and R&D professionals may prove beneficial because they 
would be able to gain better experience and knowledge by working in public and 
private sector enterprises for short durations Long leave for employment abroad 
has already been permitted by the Government of Kerala. Accordingly, wc 
propose that executives and R&D professionals should be allowed 
extraordinary leave to enable them to accept employment outside the 
Government both within the country and abroad. The period of such leave 
should, however, be restricted to only two years and granted on the explicit 
understanding that the employee concerned would decide during this period 
whether he wishes to revert to his Government job or to continue in his 
outside employment. In case he exercises the latter option or does not exercise 
any option at all, his lien on the Government post would stand terminated 
after two years. 

117.19 At present, there is no limit on the quantum of 'Extraordinary 
Leave' which may be availed of by a permanent or quasi-permanent Government 
servant, but he cannot ordinarily be granted leave of any kind for a continuous 
period exceeding 5 years. It is noteworthy that no ceiling on the total leave that a 
Government employee can avail himself of in his entire career has been prescribed. 
There is a tendency on the part of some officials to proceed on long leave. While 
there can be some justification for going on long leave in exceptional cases, a limit 
has to be placed on the period of such leave. Accordingly, we propose that no 
Government servant should be granted leave of any kind for a continuous 
period exceeding 3 years. Ordinarily, the total quantum of extraordinary 
leave in the entire service career of a Government employee should not 
exceed 5 years, which may be extended to 7 years in exceptional cases. 

117.20 Presently, the maximum amount of study leave which can be 
granted to a Government servant is 12 months at any one time and 24 months 
during the entire service. Study leave can be combined with other kinds of leave but 
in no case can the total period of such a combination of leave excluding the 
extraordinary leave exceed 28 months generally and 36 months for courses leading 
to a Ph.D. degree. Provisions relating to study leave arc, by and large, adequate. 
However, in the case of executives and R&D professionals, the study leave 
that can be granted at one time may be increased to 24 months, and the 
maximum amount of study leave admissible during their entire service may 
be increased from 24 months to 36 months. 

117.21 Sabbatical is presently available to scientists working in academic 
uistitutions. We have considered the desirability of extending sabbatical leave to 
R&D professionals in the Central Government and feel that these personnel require 
sabbatical for skill upgradation which is essential fbr their professional growth 
Accordingly, we recommend that a sabbatical should be permitted to all R&D 
professionals in Central Government on the lines already available in 
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universities. The total period of sabbatical in the entire career should not 
exceed two years and the period of sabbatical on any one occasion should not 
exceed one year. During the period of sabbatical, the person may draw a 
stipend for local expenses but he should not be allowed to take up a job. In 
view of the liberal provisions of leave already existing, we are not in favour 
of extending the sabbatical to any other category of Government employees. 
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HOURS OF WORK 


118.1 Hours of work observed by Central Government employees have 
been evolved over the years according to functional requirements and the nature of 
work. Workshop staff are generally governed by the provisions of the Factories 
Act, in terms of which they can be legitimately required to work up to 48 hours per 
week. Consequently, working hours in the industrial establishments of government 
and its non-administrative offices are not uniform and generally range from 42 to 
48 hours per week, including lunch break. These are, however, uniform in the 
administrative offices of the Central Government and have progressively increased 
from 33 1/2 hours per week in the 'Forties to 40 hours per week at present spread 
over five working days. 

118.2 In its judgement (September 1992) in OA No. 157/90 filed by the 
All India MES Civil Engineers Cadre Association, the Jaipur Bench of the Central 
Administrative Tribunal had held that 40 hours of work in a week could not be 
considered to be excessive under any circumstances. While we do not wish to 
introduce any changes in the total weekly working hours in the administrative 
offices, it may, however, be desirable to review the necessity for the continuance 
of the five-day week concept in these offices. We find that the introduction of this 
system in government offices in replacement of the six-day week earlier in force 
was based on the premise that this would provide a little more time to the 
employees for rest and recreation and enable them to fulfil their domestic and social 
obligations. This, in turn, was expected to contribute to their physical and mental 
well-being and improve productivity and efficiency. Savings in energy consumption 
and decreased pressure on the public transport system were the other benefits that 
were envisaged. 

118 3 Two evaluation studies of the five-day week system undertaken bv 

the Department of Administrative Reforms and Public Grievances in February 
1987 and November 1988 reveal that the benefits accruing from its introduction 
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Flexitime 


have not been very significant, in fact, the work output in the selected ministries 
and departments had suffered a decline in certain areas of activity, though there 
was, no doubt, some improvement in certain other areas. It is also generally the 
public perception that work and efficiency in government offices have suffered on 
this account and their response to the measure has been largely adverse Though 
the loss of a working day was compensated by a corresponding increase in the daily 
working hours, this would not appear to have been really effective because the 
stipulated working hours arc generally not observed by a majority of the employees 
and punctuality has been a casually. The five day week also tended to get converted 
into a four day week, as the employees tried to go out on extended weekends, 
leaving early on Friday and reluming late on Monday. If there were one or two 
holidays in the middle of the week, the entire week could be written off, as far as 
serious work was concerned 

118.4 We find that only the administrative offices presently observe a 
five-day week, while the workshop staff and those in the industrial and non- 
administrativc establishments of government arc, in any case, required to work six 
days in a week. The six-day week is also widely prevalent in the States of Assam, 
Himachal Pradesh, Madhya Pradesh, Meghalaya, Orissa, Rajasthan and Sikkim 
Based on the results of a survey on "Work Week, Efficiency and Impressions" 
conducted in Karnataka on its behalf by the Indian Institute of Management, 
Bangalore, the State Government, which had also introduced a five-dav week, has 
reverted to the six-day week system. 

118.5 In the circumstances, we find no preponderant reasons for the 
continuance of the five-day week in the administrative offices of the Central 
Government alone. Our accent being on improving productivity and 
efficiency in Government, we recommend that all Central Government offices 
should revert to the six-day week with the second Saturday of the month 
being a closed holiday as was the position prior to the introduction of the five- 
day week. The total working hours in a week may, however, continue to be 
forty, excluding the lunch break, as at present. 

118.6 We have also received many representations urging the introduction 
of flexible working hours ("Flexitime") in government offices This is a concept in 
vogue in some of the developed countries, in terms of which the working hours in 
a day are split and distinguished as core hours and flexible hours, the duration of 
which varies from establishment to establishment. While all employees are required 
to be necessarily present in their offices during the designated core hours, they have 
the freedom to choose their own hours of work for the remaining duration so long 
as they ensure that the requirements of the prescribed working hours in a day are 
fully met. 

118.7 No doubt, this concept is an attractive one and could conceivably 
result in increased employee output and efficiency. However, given the prevailing 
work culture in our government offices, and the deficiencies generally observed in 
enforcing employee accountability-which we have discussed elsewhere in this 
report-we apprehend that this is liable to be abused. Administrative problems are 
also likely to arise in monitoring and ensuring that all employees adhere 
scrupulously to the working hour requirements. We are, therefore, of the 
considered view that the introduction of flexible working hours in our 
government offices, howsoever attractive it may seem, may be too drastic a 
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reform to be introduced at this stage. We are, therefore, hesitant to 
recommend this measure, though this could be a reform to be considered by 
Government in future, may be initially on an experimental basis. 

split Hours of l ix X While the introduction of flexible working hours in government 

1 ),itv offices may be somewhat premature at this stage, we are of the view that it would 

be essential to introduce staggered or split hours of duty in those offices and 
establishments which deal with the public so as to improve the serv ices provided 
bv them f or instance, an office responsible for collection of elect i icit\ charges 
could function for two distinct periods in a day, in the morning as well as in the 
evening, by deploying the existing staff in two shifts instead of one. Similarly, 
dispensaries and hospitals, banks, shopping centres, etc. could observe split 
timings, say from 7 to 11 a m. and 5 to 8 p m. This would ensure that employees 
do not utilise their normal working hours to attend to their personal work, and can 
thereby lead to a more efficient functioning of government establishments Such 
of those employees as are required to perform split duties could be paid a 
split duty allowance. 

htnetuahty m l 18.9 Any discussion of hours of work would obviously be incomplete 

r; o v t' / n m c n t w ,i] lou t considering measures to improve punctuality in government offices, which 
' hUL r ' is unfortunately honoured more in the breach than in observance. It is needless to 

emphasize that punctuality in government offices would need to be enforced 
scrupulously. While it is expected that the introduction of split timings in 
certain establishments recommended by us in the preceding paragraph would 
enable employees to observe the prescribed hours of duty, we would also 
commend the introduction of the Microprocessor-based Card Attendance 
System in all government offices, to be followed, without exception, by all, 
including the Cabinet Secretary, as in other countries. In Malaysia, all the 
Ministers including the Prime Minister, have also voluntarily accepted this 
position. 


OVERTIME ALLOWANCE 


introduction 118 10 Presently, non-gazetted employees in receipt of a monthly basic pay 

not exceeding Rs 2,200 arc entitled to overtime allowance for performing duties 
beyond the designated working hours, subject to the monetary ceilings and other 
conditions prescribed in this regard. Payment of overtime allowance to the 
industrial employees in government is regulated in terms of the provisions of the 
Factories Act. 1948, or the Minimum Wages Rules, 1950. 


"t System 118 11 The Third and Fourth CPCs had held the view that the system of 

payment of overtime allow ance in government offices was not satisfactory' and 
conducive to efficiency in administration and had recommended its discontinuance. 
This has, however, not been done. Though certain instructions were issued by the 
Ministry of Finance in Apnl 1991 aimed at restricting expenditure on this account, 
there has unfortunately been no perceptible improvement in the situation We arc 
concerned to note that expenditure on overtime allowance has, in fact, been 
consistently increasing by 6 to 10 per cent annually One of the main reasons cited 
in support of the necessity to continue the practice is that there has been a 
considerable increase in workload because of economic and other developmental 
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activities without a corresponding increase in manpower resources. It has also been 
argued that the deployment of the existing staff on overtime is a more economical 
proposition than the creation of additional posts to eater to the increased workload. 

118.12 . These arguments arc, however, not very convincing. The general 
perception is that government departments arc already overstaffed, their 
productivity is low and accountability is virtually non-existent. Besides, economic 
liberalisation and the attendant reforms in government's functioning should 
logically result in a reduction in manpower requirements The actual 
implementation of developmental schemes is also largely the responsibility of Slate 
Governments and the Central Government has only a limited role. Many of the 
State Governments like Assam, Gujarat, Himachal Pradesh, Karnataka, Manipur, 
Mizoram and Rajasthan do not pay any overtime allowance to their employees. The 
allowance is also confined only to the employees governed by the Factories Act in 
Jaitimu and Kashmir, Madhya Pradesh, Meghalaya and Tripura. Elsewhere in this 
report, we have also recommended measures for rightsizing the government 
machinery. 

118.13 In the circumstances, we are of the View that there is no 
justification for the continued payment of overtime allowance in the Central 
Government offices and we recommend its discontinuance. In lieu of cash 
compensation in the form of overtime allowance, staff deployed on weekly off 
days' may be entitled only to compensatory leave. Staff car drivers, 
operational staff and industrial employees may, however, continue to be 
governed by the existing rules and instructions on the subject. 

118.14 Presently, honorarium is paid to employees as compensation 
for overstaying during periods of unusual activity or attributable to 
unforeseen circumstances. This should instead be paid only when the: 
employees are entrusted with duties of a purely occasional nature. Under no 
circumstances should any honorarium be paid for performing any functions 
that are legitimately part of one's defined duties and responsibilities. 


HOLIDAY 


118.15 Presently, administrative offices of the Government of India observe 
seventeen closed holidays annually, including the three national holidays on 
January 26„August 15 and October 2. In addition. Central Government employees 
arc also entitled to avail themselves of two restricted holidays of their choice out 
of a list notified for the purpose. We have received numerous memoranda from 
enlightened intellectuals decrying the frequent closure of government offices. The 
widespread view that a surfeit of holidays has had an adverse impact on the 
productivity of government departments is gaining ground. It has therefore been 
suggested that the number of holidays be drastically reduced. 

118.16 We find that the observance of a five-day week, combined with a 
large number of closed and restricted holidays, has resulted in government offices 
being functional only for about 242 days in a year. Besides, the leave entitlements 
of Central Government employees in the form of casual, earned and half pay leave, 
extraordinary leave, study leave, etc. arc also substantial, which further restrict the 
effective working days of individual employees. 
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118.17 1 iolidays other than die diroc national holidays arc largely based on 

religious considerations and serve merely to satisfy the sentiments of different 
constituencies. Mere political expediency also dictates the closure of government 
offices on certain occasions. We have been informed that though government had 
considered a reduction in the number of holidays, the relevant proposals could not 
be given effect to in the absence of a consensus on the question of apportionment 
of the reduced number of holidays among different religious communities and 
groups. 


118.18 We are of the considered view that efficiency and productivity 

would be considerably enhanced by curtailing holidays that are declared on 
Various pretexts. In order to promote a sense of true secularism, religious 
festivals should rightly be treated as personal to individual employees and it 
should not be necessary to close government offices on such occasions. Apart 
from the revival of the six-day week recommended by us, which will result in 
an addition of 52 working days, it should suffice if Central Government 
offices are closed only on the three national holidays (Republic Day, 
Independence Day and Mahatma Gandhi's Birthday). Simultaneously, 
individual employees could be permitted to avail of a larger number (say, 
about 16) of restricted holidays annually to enable the celebration^ of festivals 
and other occasions of specific significance and interest to them, the list of 
restricted holidays being suitably enlarged for the purpose. This will ensure 
that government offices remain open for business for a larger number of days 
than at present and have a salutary effect - on their functioning, 
notwithstanding the absence of a few individual employees on certain 
occasions. Special steps will have to be taken to ensure the skeleton 
functioning of government offices in terms of their key functions, by not 
mindlessly sanctioning the applications of all those who put in a request for 
availing themselves of a restricted holiday. Certain prior planning for this 
may be necessary. 


Declaration of 
Holidays on 

Demise of Leaders 


118.19 Religious festivals and secular considerations apart, there is also an 
increasing tendency to declare holidays on the demise of political personages and 
leaders, past and present, the appropriateness of which has been a subject of 
intense debate in the recent past. We realise that this is a sensitive issue, which is 
often influenced by extraneous pressures and exigencies. It has nevertheless to be 
recognized that the closure not only of government offices, but of banks, 
commercial establishments, educational institutions, etc. on such occasions severely 
hinders productive activities, disrupts trade and commerce, and causes untold 
suffering to those whose very existence depends on their daily eamings. 


118.20 In other countries of the world, homage to,deceased dignitaries is 

paid not by closure of establishments and suspension of work but merely by flying 
the national flags at half mast, observing silence in memory of the departed and 
state mourning for a specified period. Even the instructions of the Ministry of 
Home Affairs on the observance of state mourning envisage only the flying of the 
national flag at half mast and cessation of all official functions and entertainment 
during the mourning period.' Having regard to the adverse implications of 
closure of offices due to the demise of leaders and political personages, the 
imperative need to develop a more committed work ethos and culture and to 
the fact that there are other respectful and dignified methods of paying 
homage, we are of the firm view that except in the case of death of the 
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President or Prime Minister in harness, no holidays should be declared on the 
demise of any other leader or dignitary. 


Xationnl Holiday 
Allowance 


11X21 Operational and Running staff in the Railways in Groups and 

D' who arc in receipt of basic pay not exceeding Rs 3,200 per month and arc 
required, by virtue of the nature of their duties, to function on national holidays arc 
entitled to a National Holiday Allowance, subject to the orders in force from lime 
to lime. In addition, they arc also eligible for overtime allowance when their hours 
of work exceed the statutory working hours. Similarly, operational staff of the 
Department of Posts and Railway Mail Service arc entitled to overtime allowance 
at twice the normal rates as compensation for working on national holidays 
Following the proposed reduction of the number of closed holidays to only three, 
the continued payment of the National Holiday Allowance or overtime allowance 
at twice the normal rates would no longer be justified. We accordingly 
recommend that employees who are required to work on closed holidays may 
be paid only overtime allowance at the rates applicable on holidays. 
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119 1 The Ccnlral government, in the role of a model employer, has 

constantly endeavoured to provide a number of facilities for the welfare of its 
employees Government encourages formation of Staff Clubs which have as their 
object social functions, sports, dramatics, library' and such other activities 
Government gives grants-m-aid to these clubs 'a Rs 10 per head per annum for the 
total strength of regular employees (including gazetted officers) but excluding 
those categories of staff (like industrial employ ees) who arc eligible for similar 
concessions under some other rules/ statutory provisions. An additional grant-in- 
aid upto Rs 5 per head per annum to match the subscriptions collected during the 
previous financial year by the existing staff clubs is also given. Additionally, an 
initial ad-hoc grant-in-aid of Rs. 10.000 can be sanctioned by the concerned 
Ministry/Department. Railways has a Railways Staff Benefit Fund' for 
establishing such facilities for its employees Most of the government departments 
run some kinds of rest houses and holiday homes for the benefit of their employees 
Expenditure on these rest houses etc is met out of the total general grant received 
The Railway s am holiday homes and rest houses for the use of non-gazetted and 
gazetted staff respectively Nominal charges are levied from the staff using the 
facility 

119 2 Government also encourages participation of its employees in 

sportsand athletics The 'Central Civil Services Sports and Cultural Board 1 is the 
apex agency for promotion of sports and cultural activities amongst the civil 
servants in die country The Board is a registered society having 18 regional sports 
boards as its affiliates The Central Board provides grants-in-aid to regional 
boards of amounts vary ing between Rs 15,000 and Rs 1,25,000 per annum The 
Board organises All India Service Tournaments where civilian employees of the 
State Governments as well as the Central Government participate The Ministry 
of Railways maintains institutes and recreation clubs for inducing its employees to 
participate in sports and physical fitness activities 

119.3 We observe that the quantum of grants presently available for 

staff clubs is not sufficient Creation of recreation clubs and other facilities for 
employ ees is a basic duty of the government. If it is performed well, it wall go a 
long way in maintaining a healthy, agile, alert and efficient workforce At present, 
only personnel belonging to uniformed services arc able to enjoy adequate sports 
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facilities and these arc not available to other categories of government employees 
This lacuna needs to be rectified and facilities of gymnasia, sports complexes, 
swimming pools etc have to be made available to non-uniformed personnel and 
their families Towards realising this objective, government should take steps to 
set up facilities of library/swimming pool/gymuasiunt in different government 
colonies. Such facilities on a lower scale should also be made available in the 
offices so as to provide adequate recreational facilities during the lunch hour/free 
time We recommend that the government should endeavour to create such 
facilities in the best possible manner given the overall fiscal constraints. 

119 4 It has been suggested dial government should provide the facility 

of holiday homes at subsidised rates for its employees This suggestion deserves 
consideration as a staff welfare measure Accordingly, we recommend that 
maximum funds may be provided by the government for this purpose. We are 
aware that the state of government resources may not allow immediate construction 
of new holiday homes for use of Central Government employees. It is, therefore, 
recommended in addition that (a) individual government departments be 
encouraged to set up such establishments out of the overall budget already 
allocated to them by curbing other non-essential expenditure; (b) holiday 
homes and similar facilities of individual departments should be asked to 
accommodate Central Government employees of other departments when not 
in use by personnel of that department; and (c) the departments may be 
encouraged to hire accommodation from private organisations and let it to 
their employees at concessional rates. 

119.5 Presently Govt employees can join the Benevolent Funds of their 

respective departments The object of these funds is to relieve financial distress 
amongst, and to provide financial assistance to the employees through grants of 
amounts determined by the local management committees of the fund The 
Govcmmcnfs contribution to this Fund is Re 1 per sanctioned staff per annum All 
the members of the Benevolent Fund have to contribute a sum which is not less 
than the per head contribution received from the Government as grant-m-aid In 
view of the present inflationary trends, the rates of grant-in-aid as w ell ns minimum 
subscription arc very low. border to make tins fund more meaningful, the quantum 
of subscription and Government's contribution as well as that of loan grant has to 
be increased Accordingly, we recommend that employees contribution to this 
fund may be uniformly revised to Rs.100 per annum; government’s 
contribution to Rs.5 per sanctioned staff; amount of interest-free loan in case 
of sickness in the family to Rs.5,000 and amount of grant to Rs.5,000 in case 
of death of a member, Rs.1,000 in case of death of a family member and 
Rs.2,500 for medical treatment of a seriously ill member. 

119 6 Govt, instructions provide for residential telephones for officers 

of the level of Deputy Secretary or their equivalent and above Residential 
telephones can also be granted to officers working on lower posts provided this is 
essential for performance of their duties All officials, irrespective of their rank, 
arc allowed 650 calls bimonthly over and above the free calls allowed by Telecom 
Dcpartmcnt/MTNL, provided the same arc for official purposes We feel that in 
the present age of technological advancement where fast communication, apart 
from being essential, is also easily available, the existing policy of the government 
for providing residential telephones needs to be changed Accordingly, we 
recommend that all the executives, senior executives and top executives 
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should be provided residential phones. The number of calls allowed 
excluding the free calls allowed by the telecom departinent/MTNL may be 
revised as indicated bclow:- 



Free calls allowed (Bimonthly) 

Post 

Existing 

Proposed 

Executives 

300 calls 

400 calls 

Sr. Executives 

300 calls 

800 calls 

Top Executives 

300 calls 

No limit 


The condition of certifying that the calls were made for 
official purposes may also be abolished. Officers of the rank of Secretary/Spl. 
Secretary and equivalent as well as senior personnel of magistracy, the police 
and others who have operational duties requiring them to be always in 
contact may be provided with cellular telephones. 


Providing 
('ounsellors in 
(ioveniment 
offices* 


119 7 The fast and demanding modem day life places a lot of stress on 

people and government employees arc also not able to escape from it. Frequently 
the demands of office work and seniors place such a strain on officials which, 
unless rectified immediately by effective counselling, can lead to total 
demoralisation and negative behav iour by the affected employees. Most of the 
large private sector offices already have in-house Counsellors. Tests have shown 
that effective counselling has a positive effect on the workforce, leading to 
increased productivity We feel there is a need for providing counsellors, 
especially in large Government offices handling vital and important work, 
and recommend that the Government may take necessary steps to create 
adequate posts of counsellor in such offices. 


hree ration for 

civilian 

employees 


119 8 Wc have received demands requesting for supply of free rations 

to civilian employees of the Central Government as is the case with the personnel 
of armed forccs/central police organisations However, the rationale behind 
provision of free rations to armed forces and central police organisations is that a 
well-fed force makes for a better fighting force. This logic is not applicable in the 
case of civilian employees. There is no justification for this demand and no 
free rations may, therefore, be provided by the Central Government for its 
civilian employees, other than those for whom we have made separate 
recommendations. 


()penmg Defence 
('an teens for 
civilian 
employees 


119.9 It has been suggested that civilian employees-should be allowed 

the use of defence canteens. Wc arc not in favour of accepting this demand as the 
number of Central Government civilian employees exceeds the number of armed 
forces personnel by four times and the capacity of defence canteens to handle such 
a large number of users may prove to be inadequate Further, Defence canteens 
w ere opened for the use of the armed forces personnel w r ho are either in field areas 
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where no other facility for purchase of daily use items exists and who, even in 
peace areas, for reasons of maintenance of discipline, arc not free to leave the 
cantonment area without the express permission of their superiors. Government 
lias promoted Kendriya Bhandars which are run by Consumer Cooperative 
Societies for making available items of daily need to its civilian employees at 
reasonable rates. The Societies obtain discount on bulk purchases and their prices 
are distinctively lower than those prevalent in the market. We recommend that 
the existing Kendriya Bhandar network be strengthened and expanded. 
Kflorts should be made to extend the existing scheme of Mother dairy 
milk/vegetable booths and other similar stores run by different cooperatives 
to all residential government colonies as prices in these cooperatives also are 
very competitive. 
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INTRODUCTION 


120.1 Women constitute 7 51% (2,83 lakhs) of the total Central 

Government cmplovment and 98% of the women employees arc concentrated in Group 
C* and D* of the official hierarchy A large concentration of women employees exists 
in the Ministries of Communication. Railways and Defence 

120 2 Because women continue to bear the major responsibility in our 

society for caring for dependent children and elderly relatives and to shoulder other 
family duties, their increasing participation in work outside the home leads inexorably 
to increasing difficulties in balancing work and family responsibilities In the dual- 
worker families with dependent children, the concerns can range from sheer logistic 
problems associated with providing proper child care to emotional challenges tied to 
not being there when one's children arc growing up Against this backdrop, the need 
for provision of special facilities for women employees becomes apparent. 

120 3 Some special provisions have been made by the Govt for its women 

employees for facilitating their dual role as mothcr/wife and a full-time employee 
These include 

a) Age relaxation for widows and women separated from their husbands 
for appointment in Groups C and D posts 

b) Exemption from requirement of educational qualifications in respect 
of widows of deceased Government servants appointed on 
compassionate grounds to post of peons. 

c) Guidelines for posting of husband and Wife at same station. 

d) Maternity leave benefits and guidelines for provision of crcchc 
facilities etc 
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Witiomd 
( \wi mission 
for HVvmvi 


120 4 In 1992 the National Commission for Women was set up as a national 

apex statutory body to review the constitutional and legal safeguards for women, 
recommend remedial legislative measures, facilitate rcdrcssal of grievances and advise 
Government on all policy matters affecting women Among other measures taken by 
the Commission, was a study on working women and their family perspective The 
study report has made recommendations with regard to provision of quality day care 
centres for children, provision of ladies special buses, priority in allotment ol 
accommodation, provision of facilities of ladies' common rooms and toilets, extension 
of maternity leave, working hours for women, w orking days etc Their suggestions arc 
under examination in the concerned Ministries/ Departments 

120.5 While we have separately suggested enhancement of maternity leave 

under the relevant chapter and have also suggested introduction of paternity leave, in 
this chapter we have considered the other issues relating to women employees in 
Government. 


ALTERNATIVE WORK SCHEDULES 


f lexitime and 
Flexiplace 


Part-time 

Employment 


120.6 One of the major problems of women employees is in the area of work 
schedules. We examined the alternative work schedules which could be considered to 
enable women to discharge their official duties and at the same time attend to other 
requirements. The options of'flexitime' and flexiplace* were suggested as alternatives 
which have been tried out in other countries. After considering the pros and cons in 
the Indian context we feel that while flexitime' and compressed work hours for 
women may have to come about in a futuristic scenario, at the present moment total 
implementation of such a scheme on a wholesale basis in the Government sector may 
be difficult. We, therefore, suggest that the concept of flexi-time may be tried out 
on an experimental basis in some offices where jobs are measurable and further 
extension may be considered later. We similarly recommend that the concept of 
flexiplace could be tried out in some selected areas where work even if not done 
at work-place is strictly measurable. 

120.7 Another possibility considered by us related to part-time employment 
of women. We find that the National Commission for Women in reply to our 
questionnaire have suggested that condition of service for women employees be 
improved and working hours for them in Govt. Offices be reduced by allowing them 
to avail part-time service facility so that they arc in a position to attend to their 
household and family affairs. We have gone into the mechanics of such a scheme and 
feel that part-time employment on a regular basis as a concept cannot be implemented 
exclusively for women employees as it impinges on constitutional provisions 
However, in order to improve the conditions of service for women employees we 
recommend introduction of a voluntary system of option for serving women 
employees to work half-time for a maximum of six years in a career when the 
children are young and family commitments are at the maximum. This half-time 
working may be accompanied with half of the pay and allowances but may not detract 
from any other benefits like housing, LTC, pensionary entitlement etc We suggest 
that Government may work out the scheme in detail. 


CHILD CARE FACILITIES 


Existing 


120 8 One of the most pressing problems for employed women is in the area 
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of child care facilities. There arc general guidelines for creation of creche facilities in 
Govt. OlTiccs and Minislrics/Dcptts. are to locate suitable accommodation and provide 
minimum space. Once space has been located. Ministrics/Dcptt. may contact Grih 
Kalyan Kendra, a Staff Welfare Organization under the aegis of DOPT for other 
advice on prov ision of facilities. However, in actual practice, the implementation has 
not been satisfactory and child care has remained one of the prune concerns for 
women. The National Commission of Women has also suggested that quality day-care 
centre may be made available near the working place with adequate equipment and 
staff 

120.9 We feel that while there arc some day-care centres and creches run by 

the Govt, the number is far below the requirement. We have considered the various 
alternatives and suggest that in order to increase participation of women in the work 
force. Govt, should consider setting up day-care facilities on the lines of Govt. 
Schools where land could be provided by the Govt, and buildings constructed by 
funding through Govt. Welfare Funds. Government servants would not be averse to 
die idea of sending children to such day-care centres on payment provided facilities arc 
adequate and safety of children is ensured. Such facilities could also be made available 
to non-Govt. servants on payment at higher rates in order to make the running of such 
centres more viable This should be done at Centres which have a larger concentration 
of women employees and especially in the Metros where servants' wages arc 
prohibitive and safety 7 of children is not always guaranteed Wherever possible 
creche facilities on the site or in major Govt, residential areas should be 
provided. 


RESERVATION OF JOBS FOR WOMEN 


120.10 We have been informed that representation of women at the 

supen isory/decision-making/ managerial levels both in the Government and in PSUs 
is very limited. In 1988, women constituted 5.8% of the total number of officers in the 
All India Scrv ices and 4.9% of the Gazetted ranks in the regular Government Serv ice. 
We have earlier in the Chapter indicated the small percentage of posts occupied by 
women in the Central Government. We are also apprised of the low rate of female 
literacy and high rate of school dropouts among women in the country It has been 
suggested that reservation of jobs for women is one of the ways in which the problem 
can be addressed. Some of the State Governments have considered this issue and have 
decided to provide preference to women in Public Services to a certain extent. In 
Andhra Pradesh, posts/areas of work have been identified where women are better 
suited than men and where both men and women are equally suited. In the matter of 
direct recruitment to posts for w'hich women are better suited than men, preference is 
given to women and for direct recruitment to posts for which both men and women are 
equally suited, other things being equal, preference is given to women and they are 
selected to an extent of 30% of the posts in each category (general, OBCs, SCs & 
STs). Similar schemes are in operation in Karnataka, Orissa and Tamil Nadu. 

12011 We find that the National Commission for Women has recommended 

that provision for 30% sub-reservation for women in public employment should be 
made in each of the categories reserved for SCs/STs and OBCs etc. as well as general 
category. This recommendation is already under consideration of the Government. 

120.12 It is undeniable that better education and greater participation of 
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women in the workforce would lead to a more gcndcr-cquitous society and result in 
some social reorientation, as the prevailing social construction relegates women to 
marginal employment While provisions for education, health etc in itself arc not 
enough to ensure empowerment of women it is felt that reservation of jobs for women 
is not the ultimate solution A better method to ensure greater participation would 
be to identify certain professions which could be better manned by women such 
as education, health, nursing care, secretarial duties, computer work etc. Such 
professions in our opinion should be exclusively manned by women Govt may 
identify these areas of work and recruitment with a preference for women may take 
place. For other areas, we feel that the normal selection process should apply. We 
also feel that women should not be debarred from any profession including the 
Armed Forces, CPOs etc. For better women’s participation and bring them into 
the mainstream, schemes for education of women may also be strengthened and 
strategies worked out for achieving equal opportunity for women. 


EARLY RETIREMENT SCHEMES AND AGE OF RECRUITMENT 


1 20 i 3 Suggestions have been made with regard to early retirement schemes 

for women as also with regard to enhanced age of reciuitment. We have gone into the 
issue and suggest that age of recruitment for women employees may be enhanced 
to 35 years as by that time in a majority of cases family commitments would be more 
manageable since the children would be fairly grown up. Wc, however do not 
recommend a special dispensation for women with regard to voluntary retirement but 
our proposed scheme of part time employment would take care of the difficulties 
during the crucial years when children are young. 


ACCOMMODATION 


120.14 It has been suggested that there is a need to construct more Working 
Women's Hostels for single women as also a need for assistance in providing housing 
to single women after retirement by granting preference in purchase of self financing 
flats. The National Commission for Women has also suggested that Working Women 
should be given Top-Priority* in allotment of accommodation on rental basis or under 
self-financing schemes 

120.15 We have considered the issue of residential accommodation and feel 
that housing is an essential requirement for single women and priority must be given 
to this area We recommend that Govt, may earmark funds separately for 
construction of more single women's hostels. There should also be some scheme 
to assure housing for married women employees. 


NATURE OF POSTINGS 


120.16 It has been represented that there is need to choose postings for 

women carefully keeping in Gew the dual role to be performed and the difficulties in 
balancing work and family responsibilities Employers need to understand the 
conflicting demands of the home and the work-place and to select nature of postings 
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120 17 The Ministry of Women and Child Welfare has staled Ural women 

need a stable posting during the period they have small children, particularly if the 
husband is not posted at the same station and, as far as possible the couple should be 
posted in the same station. 

120.18 We find that Government Orders exist for posting of husband and 

wife at the same station, as far as possible, and, within the constraints of 
administrative feasibility where both arc Government employees. These guidelines 
need to be reiterated and expanded to include the provision that where posts at the 
appropriate level exist in the organization at the same station, the husband and 
wife may invariably be posted together in order to enable them to lead a normal 
family life and look after the welfare or the children especially till the children are 
10 years of age. Where only the wife is a Government Servant, some guidelines may 
be framed to facilitate posting in the station where the husband is employed 


LEAVE RESERVE 


120.19 It has been suggested that a higher pcrcchtage of leave reserve should 

be exclusively sanctioned for women employees in view of the requirement of 
maternity leave and leave availed for pre and post natal care. We suggest that the 
issue of higher leave reserve may be considered sympathetically by individual 
ministries where there is a higher concentration of women employees based on 
requirement of such reserve. 


TRANSPORT FACILITIES 


120 20 Lack of adequate transport facilities is one of the major problems of 

working women as it is important that commuting time in their case should be 
minimised so that they can attend to children and household chores. Govt, may make 
efforts to arrange Chartered 'Ladies Special' buses on payment from areas 
where there is large concentration of Govt, employees (Govt, residential colonies) 
to Offices where there are a large number of women employees. Such an 
arrangement should be definitely possible in bigger cities and would also ensure 
punctuality 


PUBLIC CONVENIENCES FOR WOMEN 


120.21 It has been suggested that there is a need to increase the Public 

convenience facilities for women employees in the Govt. Offices. Such facilities 
created in Govt, buildings about 30-40 years ago need to be increased in view of 
significant increase in the number of female employees in the Government We 
recommend that the basic requirement of public convenience facilities for women 
employees may be completely met by setting aside funds for the purpose. 
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PROVISIONS WHERE BOTH HUSBAND AND WIFE ARE 
GOVERNMENT SERVANTS 


i 20 22 There is n proposal that there should be a leave sharing arrangement 

between husband and wife, who arc both Government servants, by the creation of a 
leave bank of half-pay or sick leave of both these employees and of that part of earned 
leave which is liable to be forfeited if not availed of or not encashed, as an added 
incentive to working couples in Central Government. 

120 23 We have considered the proposal and recommend that where 

husband and wife are both Govt employees, the creation of an earned leave bank 
to be availed by either spouse may be considered only for the period needed for 
rearing of very young children (such period not to exceed six years in all), 
provided the woman employee has exhausted the earned leave at her credit, and 
there is earned leave to the credit of her husband. 

120.24 We have also received some suggestions with regard to provisions of 

HRA, ETC, HBA, Transfer Travelling Allowance etc. in eases where both husband 
and wife arc Government servants. We find that the existing provisions are adequate 
and do not recommend any change. However, we would like to reiterate that house 
rent allowance should be granted to both husband and wife when not provided 
with Government accommodation. 
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121.1 Organising canteen facilities within the office premises to provide 

beverages, snacks and meals prepared in hygienic conditions to the employees 
during the working hours at economic prices is an important welfare activity 
undertaken by the government. The scheme for running refreshment canteens was 
started in 1962 following the recommendations of the 2nd Pay Commission. As 
on 1st December, 1993,1,244 canteens and tiffin rooms were registered with the 
Director of Canteens in the Department of Personnel and Training 


121.2 There are two type of canteens in government establishments and 

offices i.c. (i) statutory canteens, and (li) departmental canteens. Statutory canteens 
arc provided by departments to induslnal establishments governed by the Factories 
Act. In statutory canteens the entire expenditure, barring the cost of provisions, is 
met by the government. Departmental canteens are available in all offices with an 
establishment strength of 25 or above. Earlier, apart from certain other 
concessions, grants for the initial purchase of equipment, crockery, utensils, etc. 
and for their replacement were also made available by Government to these 
canteens. These grants were, however, discontinued w.c.f. 1-10-91 consequent 
upon the grant of status of government employees to the canteen staff 


121.3 We, however, feel that for proper running of the canteens, apart 

from other concessions, like free electricity and water, LPG and uniforms at 
subsidised rates, etc., the revival of the earlier scheme of grants-in-aid would be 
justified. Accordingly we recommend that grant-in-aid for initial purchases 
may be paid as indicated below :- 
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Crockery/ 

Utensils 

Furniture 

Total 

Tiffin Rooms 





25 to 49 

Rs.2000 

Rs 500 

_ 

Rs 2500 

B 

To be merged and renamed only Tiffin Room 


50 to 99 

A 

' 



' 

Canteens 





100-249 

D 

Rs. 12000 

Rs.3000 

Rs.5000 

Rs 20000 

250-499 

C 

Rs. 15000 

Rs.4000 

Rs.6000 

Rs.25000 

500-699 

B 

Rs 20000 

Rs.5000 

Rs. 10000 

Rs. 35000 

700-1200 

A 

Rs. 24000 

Rs.6000 

Rs. 10000 

Rs 40000 


1 1214 Grants for replacement of equipment, crockery/utensils and 

furniture may be paid triennially for replacement of crockery and utensils 
and quinquennially for equipment and furniture. The quantum of these 
grants may be kept equal to the amount of initial grants for these purposes. 
The scales should also be periodically revised to take care of the increase in the cost 
of living index. 

121.5 One of the main reasons for absence of employees from their places 

of work is their desire to take tea, coffee or a cold drink once or twice a day. Many 
private sectors establishments find it more productive to have such beverages 
served free of cost to their employees at their point of duty, so as to ensure a zero 
break in the work schedule. While we may not introduce this in Government 
due to the financial implications, it would be highly conducive to efficiency i( 
all such beverages and snacks could be served to Govt, employees at their 
points of duty. We recommend that arrangements to ensure this may be 
made. 
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Introduction 122 1 Presently uniforms arc being provided to certain identified 

categories of Group C & D employees. Generally uniforms are supplied to 
employees who come in contact with the public or whose official position must be 
distinctly known so that they may easily be identified by members of the public and 
bv their own officers. Likewise, protective clothing and accessories arc provided 
to those employees who have to face inclement weather and other special hazards 

122.2 Over a period of time it has been observed that most of the 

categories of central government employees which arc supplied with free uniforms 
do not wear them while on duty In fact the Fourth CPC in their report had 
recommended strong steps to ensure that the employees wore uniforms during duty 
hours However, there has been no perceptible improvement in this regard. One of 
the causes of reluctance amongst employees is that these have been prescribed only 
for a few lower categories of Government employees who consequently arc 
reluctant to be seen wearing uniforms in public while commuting to work. Even 
otherwise. Government resources being limited, large amounts for purchase of 
uniforms cannot be sanctioned, due to which the quality of the material for the 
uniforms is not the best In her submission to the Commission, the then Minister 
of State of DAR&PG had stressed the need to reduce the tendency of providing 
uniforms to various categories of staff in gov ernment offices We arc inclined to 
agree with this view, especially as there already is a distinct reluctance amongst 
government employees to wear uniforms. While use of uniforms cannot be av oided 
in departments where wearing them is mandatory under the service conditions, in 
otlver offices uniforms for the specified categories can be dispensed with Even in 
Railways uniforms to group 'D' ministerial staff can be abolished. 

Our 122 3 Accordingly we recommend that apart from Security Staff, 

recommendations p 0 |j ce personnel, Nurses and Railway employees other than group 

ministerial categories, uniforms for all other categories of central government 
employees may be abolished and badges should instead be prescribed for 
them for easy identification. Additionally instructions asking these categories 
of employees to wear a broadly similar type of attire may be issued by the 
individual departments for which an attire allowance @ Rs.100 per month 
may also be sanctioned. While protective clothing and accessories presently 
being provided to government employees who have to work in inclement 


Limiting the use 
of uniforms and 
attire allowance 
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122 4 Presently, in case of specified categories for whom uniforms have 

been prescribed and who arc not in receipt of uniform allowance, the government 
provides necessary' cloth for uniforms which can then be got stitched individually 
by the employees concerned at prescribed rales In view of our recommendation in 
the preceding paragraph, only a few categories of employees need to be provided 
with uniforms. We recommend that present policy of the government should 
continue in respect of such staff. The rates for stitching which were revised 
in 1995 may continue till such time the government reviews them. 


122.5 Wc have received numerous demands from different service 

associations seeking enhancement in the rate of uniform allowance At present 
uniform allowance is admissible to IPS Officers, officers of paramilitary forces/ 
central police organisations, officers of railway protection force, national cadet 
corps, border roads organisation & nursing staff. We arc of the opinion that given 
the diverse nature of duties of these organisations, prescribing the same rates of 
uniform allowance for all of them may not be practical. Accordingly, we have 
recommended different amounts for various categories of employees in the 
relevant chapters. 

122 6 Presently a monthly washing allowance of Rs. 15 is being given to 

those employees who are in receipt of either uniforms or uniform allowance. Wc 
are of the view that w'hile washing allowance should continue to be paid to all the 
categories of employees required to wear to uniforms, the rates thereof have to be 
revised. Accordingly, we recommend that the general category of Nurses may 
be paid washing allowance at the rate of Rs.75 per month. This allowance, 
in case of all other entitled categories, may be raised to Rs.30 per month. 
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INTRODUCTION 


123 1 Advances from public funds arc admissible to Central employees 

for various specified purposes, subject to the financial limits and conditions 
prescribed in the relevant provisions of the General Financial Rules, 1963 The 
quantum of advance, eligibility and oilier conditions vary, depending upon the type 
of advance Advances in connection with transfers, tours and journeys on leave 
travel concession, and advances in lieu of leave salary, on which no interest is 
levied, are regulated with reference to the anticipated expenditure on travel and on 
the pay and allowances drawn by an employee at the relevant time Non-gazcllcd 
government servants whose movable or immovable property has been substantially 
affected or damaged by natural calamities arc also entitled to interest-free 
advances. Other Interest-free advances include those sanctioned to meet expenses 
on legal proceedings and festivals, and to the families of government servants who 
die in harness. Interest-bcanng advances are presently admissible for purchase or 
construction of residential accommodation, purchase of conveyances, including 
bicycles, personal computers, warm clothing and table fans. Apart from those 
specified in the General Financial Rules, advances are also admissible under special 
orders issued by Government or individual departments for learning Hindi through 
the correspondence course conducted by the Central Hindi Directorate, purchase 
of typewriters by Inspectors of Post Offices and Railway Mail Service, etc 


ADVANCES FOR CONVEYANCES 


123 2 There have been w idespread demands that die quantum of advances 

for the purchase of conveyances should be enhanced so as to conform to the 
prevailing market prices and that die eligibility criteria may also be liberalised The 
ceilings on die advances for die purchase of motor cars and motor cycles (including 
scooters) were last enhanced in May 1986 to Rs,80,000 and Rs 13,000 
respectively We note diat these ceilings closely approximated the then prevailing 
prices of a Maruti 800 cc car and a Bajaj scooter Since them, the prices of these 
vehicles have increased substantially. Though the 4th CPC had recommended that 
Government may review the position from time to time and make such changes as 
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may lx: necessary in the quantum of conveyance advances taking into account the 
actual cost of the vehicles, tins was not done and there has been no revision for 
over a decade We have also been informed that the quantum of conveyance 
advance admissible to employees in sectors other than government is up to 90 per 
cent of the price of the vehicle proposed to be purchased. 

123.3 Given the substantial increase in prices of motor vehicles, the 

ceilings on advances prescribed in May 1986 arc no longer realistic We, 
therefore, recommend that the maximum amount of conveyance advance for 
the purchase of motor cars and motor cycles (including scooters) may be 
raised from Rs.80,000 and Rs.l 3,000 respectively to amounts not exceeding 
90 per cent of the prevailing market prices in Delhi of the smallest and least 
priced motor car and motor cycle/scooter. Based on current prices, the 
maximum advance of Rs.l,80,000 would be admissible for purchase of motor 
cars, of Rs.30,000 for purchase of motor cycles and of Rs.20,000 for purchase 
of scooters. The quantum of advance that may be granted for the purpose on 
a second or subsequent occasion may, however, be restricted to 80 per cent 
of the price of the vehicle proposed to be purchased, reduced by the proceeds 
from the sale of the vehicle purchased by utilising the earlier advance. The 
maximum advance for purchase of bicycles may also be simultaneously be 
raised to Rs.1,500. Other conditions governing the grant of advances would 
remain unchanged. We further recommend that Government may review 
and revise the quantum of advance annually with reference to the prevailing 
market prices. 

123 4 As regards the revision of the eligibility criteria, \vc find that these 

are more favourable for Central Government employees in relation to the position 
prevailing in many of the State Governments and public enterprises While any 
revision thereof may not consequently be justified, based, however, on the 
revised scales of pay recommended by us, advances for the purchase of motor 
cars, motor cycles and scooters, and bicycle may be granted respectively to 
personnel whose basic pay in the revised scales is Rs.8,000 per month or 
more, Rs.5,000 per month or more and less than Rs.5,000 per month 


COMPUTER ADVANCE 


123.5 Presently, an advance not exceeding Rs.45,000 is admissible for the 

purchase of a personal computer to a government servant who is otherwise eligible 
for the grant of a motor car advance This advance having been introduced only 
in the year 1989, we recommend that this may be raised to Rs.l ,00,000. 


OTHER ADVANCE 


123 6 Having regard to the general rise in prices since 1986, the 

maximum advance for purchase of warm clothing and table fans may also be 
increased to Rs.1,500 and Rs.l,000 respectively. 

123 7 Employees have also represented that advances should be 

sanctioned for meeting expenditure in fulfilment of social obligations and for the 
purchase of consumer durables and foodgrains Advances from the General 
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Provident Fund Accounts of employees .ire already admissible for meeting 
expenses on social obligations and for the purchase of consumer durables in 
terms of the liberalised provisions of the Rules and it may not be necessary 
to incorporate, in addition, any special purpose in the General Financial 
Rules. Employees who have now been categorised by us as auxiliary and 
supporting staff may, however, be allowed a non-interest bearing advance 
equal to half a month’s basic pay plus the dearness allowance thereon once 
a year, recoverable in not more than ten instalments, without linking it to any 
specified purpose so as to enable them to meet unforeseen commitments. 
Simultaneously, the Festival Advance that is presently admissible may be 
withdrawn. 


OTHER DEMANDS 

123.8 Two other demands from large sections of employees relate to 
reduction in the prevailing rates of interest on various advances and liberalisation 
of provisions governing their recovery. We find that the rates of interest presently 
applicable arc not unfavourable in relation to those levied by many of the public 
enterprises and nationalised banks on advances sanctioned to their employees The 
rates should also logically bear some relationship with the interest paid by 
government on its borrowing. Besides, given the present financial constraints and 
the consequential inability of government to cater to all requests for advances from 
a large number of employees, any reduction in the rates of interest would only 
further accentuate the disparity between employees successful in securing advances 
and the unsuccessful ones. We do not, in the circumstances, find adequate 
justification for accepting the demand 

123.9 Recoveries of advances are presently spread over several monthly 
instalments, ranging from ten in the case of those for the purchase of table fans to 
as many as two hundred in respect of those for purchase of motor cars We 
consider the present provisions to be reasonable, having regard to the 
quantum involved and the repaying capacity of employees and do not, 
therefore, wish to liberalise these further. - 

123.10 It has also been urged that recovery of advances outstanding against 
employees who die in harness results in considerable hardship to the families of 
the deceased and that the recoveries should, therefore, be waived in such cases 
Certain State Governments also presently waive recoveries of outstanding advances 
from their employees who die in harness. We have considered this demand 
carefully and are of the view that this may not be justified in cases where 
dependants of deceased employees are offered compassionate appointments 
to posts in the Central Government in terms of the provisions already 
available in this regard, which itself is a special concession. Therefore, the 
liability for settling any outstanding not fully recovered from the terminal 
benefits of deceased employees should rightly be assumed by them. 
Considering the hardships involved, some special dispensation may, however, 
be justified, as a welfare measure, in the case of those employees whose 
dependants are not offered compassionate appointments. We accordingly 
recommend that recovery of outstanding advances from the legal heirs of 
employees dying in harness and whose dependants are not offered 
compassionate appointments may be waived subject to the following 
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Auxiliary Personal 
Supporting and Supervisory 
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Executive Personnel 


Rs.50,000 
Rs.l lakh 

Rs.2 lakhs 
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INTRODUCTION 


124 1 In this Chapter, wc shall deal with various service matters under 

the follow ing heads 

a) Central Civil Sendees (Conduct) Rules. 

b) Central Civil Sen-ices (Classification, Control & Appeal) Rules. 

c) Compassionate appointments 

d) Confirmation 

c) Establishment Rules 

0 Sen ice conditions of handicapped employees 


CONDUCT RULES 


124.2 With a view to regulating the conduct and activities of the 
employees and ensuring adherence to government policies, all persons appointed 
to civil sen ices and posts in connection with the affairs of the Union arc governed 
by the Central Civil Services (Conduct) Rules 1964. These Rules do not apply to 
Railway servants who arc governed by the Railway Serv ices (Conduct) Rules, to 
members of All India Serv ices and certain other categories of persons mentioned 
in the rules 

124.3 Suggestions have been made for enhancement of the existing 
ceilings for reporting transactions in movable property from Rs.10,000 to Rs.one 
lakh in the case of Group A’ and B' officers and from Rs.5,000 to Rs.50,000 in 
respect of Group C' and D' officers 

124 4 We have been informed by the official side that a proposal to 

enhance the ceiling in respect of movable property from Rs.10,000 to Rs 15,000 is 
under consideration of the Government. We have taken note of the fact that the 
existing limits of Rs.10,000 and Rs.5,000 were revised on 19.4.1988 and have 
ceased to be relevant given the prices of elcctric/eleclromc gadgets which arc 
acquired by a majority of the Government servants We are convinced of the 
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need for upward revision of the above limits from time to time so as to be in 
tune with market prices and salary structure of the Government servants. 
For the present, the existing ceilings may be revised to Rs.30,000 for Groups 
'A' and B’ officers and Rs.15,000 for Groups ‘C and 'D' officers. 

124.5 A suitable increase has been sought in the amount of gifts which 
can be accepted by a Gov ernment servant without Government's sanction from near 
relatives and personal friends having no official dealings, keeping in view the 
customs prevalent in the country. 

124.6 On occasions other than weddings, anniversaries, funerals or 
religious functions, Groups'A’ and 'B 1 officers can accept gifts valued up to Rs.150 
and Groups'C and D' officers up to Rs 50. Gifts the value of which exceed the 
above limits can be accepted with the sanction of the Government. On occasions 
like weddings, anniversaries, funerals or religious functions, the limits fixed for 
acceptance of gifts from near relatives arc Rs.1000 for Groups 'A’ and Rs.500 
for Group C and Rs.200 for Group ‘D’ and Rs.400, Rs.200 and Rs.100 from 
personal friends having no official dealings. A report is required to be made to the 
Government if the value exceeds the above limits fixed for different levels A 
proposal to revise the above limits is stated to be under Government's 
consideration. 

124 7 With a view to ensuring that the limits fixed are realistic and 

reducing paper work, we feel that the limits may be revised to three times the 
existing amounts. The position should be reviewed by the Government from 
time to time 

124.8 Suggestions have been made to permit Government servants to 
undertake part-time jobs or tuitions after office hours or on Saturdays, 
Sundays/holidays as also private employment during spells of extra-ordinary leave 
which would enable the employees to supplement their income. 

124.9 We have considered the suggestions and feel that if Government 
servants are allowed to undertake part-time jobs, they will not only be unable to 
give undivided attention to their office work but will also not get sufficient time for 
rest and recreation, resulting in deterioration in their efficiency and health. They 
would further deprive some unemployed youth of the opportunities which they 
would have otherwise availed themselves of. We, therefore, do not support the 
idea of allowing the Government servants to undertake part-time 
employment beyond office hours or accepting private employment during 
spells of extra-ordinary leave. 


CENTRAL CIVIL SERVICES (CLASSIFICATION, CONTROL AND 
APPEAL) RULES 


124.10 The Government is mainly guided by the provisions of the 

Constitution of India in matters relating to action taken against its own employees. 
It has to dispense justice, ensure fair play and avoid discrimination. With a view 
to ensuring that disciplinary proceedings or findings of the Government are not set 
aside in a court of law, the procedure to be followed in disciplinary cases against 
Government servants has been laid down in detail in the Central Civil Services 
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(Classification. Control and Appeal) Rules, hereinafter called the "CCS (CC&A) 
Rules" These Rules have been framed in conformity with the provisions of Article 
311 of the Constitution 

124.11 The CCS(CC&A) Rules apply to every Government servant, 
including every civilian in the Defence Services, but do not apply to Railway 
servants, members of All India Services, persons in casual employment, persons 
subject to discharge from service on less than one month's notice and persons for 
whom special provision is made with the previous approval of the President 

124.12 Suggestions have been made that all superior officers should be 
empowered to suspend their subordinates. 

124.13 Rule 10 of the CCS(CCA) Rules empowers the appointing 
authority, any authority to which the appointing authority is subordinate, 
disciplinary' authority and any other authority empowered by the President by a 
general or special order to place an employee under suspension. In respect of 
offices located away from the headquarters, supervisory officers in such offices 
have been specially empowered to suspend a subordinate officer in cases involving 
gross dereliction of duties. In order, however, to prevent abuse of this power, the 
suspending authority' is required to report the facts of each case immediately to the 
next higher authority and all such orders of suspension become void ab initio 
unless confirmed by the reviewing authority within a period of one month from the 
date of order Having regard to the fact that one or more of the above 
authorities are present at the headquarters and adequate provision exists in 
respect of field offices located outside the headquarters, we are of the view 
that it would not be appropriate to delegate the power of suspension to all 
supervisory officers. 

124.14 Suggestions have been made that if a Government servant is 
involved in an offence or conduct involving moral turpitude, corruption, 
embezzlement or misappropriation of Government money, possession of 
disproportionate assets, or misuse of official power for personal gains, he should 
be summarily tried without following the lengthy procedure of formal disciplinary' 
proceedings, 

124.15 Rule 19 of the CCS(CC&A) Rules empowers the disciplinary' 
authority to straightaway make an order imposing penalty without following the 
prescribed detailed procedure under Rules 14,15 and 16 of the said rules on three 
grounds namely: (a) where a person is dismissed or removed or reduced in rank on 
the ground of conduct which had led to his conviction on a criminal charge; or (b) 
where the authority empowered to dismiss or remove a person or to reduce him in 
rank is satisfied that for some reasons, to be recorded by that authority in writing, 
it is not reasonably practicable to hold such enquiry; or (c) where the President or 
Governor, as the case may be, is satisfied that in the interest of security of the 
State, it is not expedient to hold such enquiry. Even under these three exceptional 
circumstances, the Constitution does not vest unbridled powers in the competent 
authority when it takes action in terms of any? of the three clauses under the 2nd 
proviso to Article 311(2) of the Constitution or any Service Rule corresponding to 
it. In its judgement dated 11.7.1985 in the case of Tulsi Ram Patel and others (Civil 
Appeal No.242 ofl982) and in the subsequent judgement delivered on September 
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12,1985 in the case of Satyavir Singh and others (Civil Appeal No.576 of 1982). the 
Supreme Court has laid down the principles to be kept in view by the competent 
authority while taking action under the 2nd proviso to Article 311(2) or the 
corresponding Service Rule. Since the procedure to be followed has been mainly 
designed to ensure compliance with a salutary principle of justice and public policy 
which has also been incorporated in Article 311 of the Constitution, namely, that no 
man should be condemned or punished without a reasonable opportunity to defend 
himself, it may not be desirable to punish a Government servant without complying 
with the constitutional safeguards The Commission is unable to accept the 
suggestion and does not suggest any change in the existing procedure to be 
followed before imposition of a penalty. 

124.16 A suggestion has also been made that in cases where the 
disciplinary authority chooses to dispense with the enquiry proceedings, an 
employee should have the right to appeal against such a decision to authorities 
higher than the disciplinary authority. 

124.17 The question whether an appeal lies or not against an order is to 
be decided with reference to the authority which made the order. No appeal lies 
against any order which is made by the President of India. In ether cases, an appeal 
or review petition can be made to the competent authority. Since adequate 
safeguards have been provided in the CCS(CC&A) Rules, we do not 
recommend any change in the existing provisions. 

124 18 It has been suggested that the charged officer should be supplied 

with a copy of the comments of the disciplinary authority on appeals preferred 
before the appellate authority and that he should also be permitted to avail himself 
of the services of a Defence Assistant during appellate proceedings. 

124,19 Since the comments of the disciplinary authority on appeals 

preferred by the charged officer do not constitute a record of the enquiry 
proceedings on the basis of which a decision is to be taken by the appellate 
authority, we are not convinced of the need to supply a copy of the comments 
of the disciplinary authority to the charged officer. Similarly, as no enquiry 
proceedings are held at the appellate stage but a decision is to be taken by the 
appellate authority on the basis of the record of the enquiry including grant 
of a personal hearing, wherever necessary, we are unable to accept the 
suggestion to allow the charged officer to avail himself of the services of a 
Defence Assistant at the appellate stage. This is only likely to delay the 
proceedings. 

124 20 It has been urged before the Commission that the enquiry officers 

should be selected from outside the department to ensure impartiality. 

12421 Rule 14(5) of the CCS(CC&A) Rules provides that the 

disciplinary authority can itself inquire into the charges or can appoint an inquiry 
officer for the purpose. Wherever disciplinary proceedings are initiated on the 
advice of the Central Vigilance Commission (CVC) in a majority of the cases, 
inquiry is held by the Commissioners for Departmental Inquiries who are officers 
of the CVC. While in aiinajority of cases it may be possible that the disciplinary 
authority himself does not conduct the inquiry, it may still not be practicable in all 
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cases to appoint an inquiry authority from outside the department Such a course 
would be necessary in small offices where the disciplinary' authority as well as the 
inquiry officer may have to be one and the same person. We would, however, 
suggest that Government should always try to explore the possibility of 
appointment of independent and outside inquiry officers, wherever this is 
possible 

124.22 A review of the procedure for imposition of major penalties and 
categorisation of ali penalties other than censure as major penalties has been 
sought. 

124.23 The procedure prescribed in Rule 14 of the CCS(CC&A) Rules is 
applicable only in cases in which the charges arc so serious as to call for one of the 
major punishments. With a view to ensuring that the proceedings are not 
unduly protracted, we are of the view that the proceedings should be 
conducted on a day-to-day basis as far as possible. The feasibility of 
extending the scope of Rule 19 may also be considered 

124.24 We do not find any merit in the suggestion that all penalties 
other than censure should be categorised as major penalties. 

124 25 We would, however, recommend deletion of penalty of 

withholding of increments from Rule II of the CCS(CC&A) Rules because we 
have separately recommended a special procedure to be followed for release 
of annual increment which permits withholding of increment or granting of 
double increment based on performance of an employee during the last one 
year 

124.26 Termination of penalties imposed on a Government servant one 
year before the date of superannuation has been suggested. 

124.27 We have considered the suggestion carefully and feel that 
since the penalties are imposed depending upon the nature and gravity of the 
charge, their termination before the expiry of the period indicated in the 
punishment order would render the penalty itself ineffective. Such a course 
of action, in our opinion, does not seem to be appropriate and we are unable 
to accept the suggestion 

124.28 It has been suggested that Presenting and Inquiry Officers should 
be provided adequate training so as to enable them to perform their duties 
efficiently. 

124 29 With a view to ensuring that the Presenting Officers present 

their case forcefully before the Inquiry Officers and the Inquiry Officers hold 
the inquiry impartially and afford all reasonable opportunity to the charged 
officer as provided for in the rules, we feel there is need for increasing the 
number of courses relating to "Administrative vigilance: Role of IO/PO" and 
(ii) "Administrative vigilance: Disciplinary Procedures" so as to ensure 
coverage of more officers 
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i 24.30 It has been urged that the Presenting Officers, Inquiry Officers and 

Defence Assistants should be paid honorarium, which should be commensurate 
with the labour put in by these officers 

124 31 We have taken note of the instructions issued in 1988 and 1992 

respectively providing for payment of honoraria to the Presenting and Inquiry 
Officers We recommend revision of the rates suitably by the Government, 
We are, however, unable to accept the suggestion that Defence Assistants who 
assist the charged officer of their own volition should also be paid honoraria 
by the Government 

124.32 It has been suggested that the families of convicted Government 
serv ants should not be deprived of pensionary' benefits 

124.33 Conviction of a government servant can be under any law, which 
provides for punishment for a criminal offence whether by fine or imprisonment 
No distinction is made between crimes involving moral turpitude and other crimes. 
It is not necessary that one of the extreme penalties such as dismissal, removal and 
compulsory' retirement is imposed in a case of conviction as a matter of course. 
The disciplinary authorities arc supposed to give proper consideration to the 
offence actually committed by the government servant as a result of which he was 
convicted by the Court of law. It is only where the government servant has been 
convicted on the ground of moral turpitude that his retention in service is 
considered undesirable and one of the three penalties is imposed in such a case. It 
is only in cases where the penalty of dismissal or removal is imposed that the right 
to receive pension and gratuity is forfeited. 

124.34 Having regard to the fact that the gravity of the offence 
committed by the convicted government servant is the determining factor for 
imposition of one of the penalties, which in turn decides the entitlement to 
pensionary benefits, as well as the fact that adequate provisions exist in the 
rules for grant of compassionate allowance in deserving cases, no change 
appears to be necessary in the existing rules. Making provision for 
pensionary benefits to the families of convicted government servant would 
amount to rendering the punishment infructuous. We are of the view that no 
change is called for in the existing rules. 


COMPASSIONATE APPOINTMENTS 


124.35 The scheme of compassionate appointments was conceived as far 

back as 1958 Since then a number of welfare measures have been introduced by 
the Government which have made a significant difference to the financial position 
of the families of Government servants dying in harness but the scheme still 
continues as a welfare measure in recognition of the need for immediate assistance 
to a family on the death of a Government serv ant in harness. Consequent on the 
observations/directions of the Supreme Court in its judgement dated 8.4.1993, the 
provision relating to appointment on compassionate grounds of a near relative has 
been deleted and the scheme is now applicable to widow, son or daughter in cases 
of death in harness, suicide and in exceptional cases of retirement of Government 
servant on medical ground before attaining the age of 55 years (57 years in case of 
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124.36 A review of the desirability of continuance of the practice of 
compassionate appointments has been sought on the ground of its impact on 
efficiency. Removal of the existing ceiling on the percentage of posts which can 
be filled by compassionate appointments has also been sought. 

124.37 We have considered the suggestions and taken note of the fact that 
the scheme of compassionate appointments envisages appointment of applicants 
only if thc>' arc eligible and suitable for a post in all respects under the provisions 
of the relevant recruitment rules, and such applicants arc given relaxation only in 
recruitment procedure and age limit. The scheme itself takes adequate care that 
appointments made arc consistent with the requirements of maintenance of 
efficiency of administration. We are, therefore, of the view that the existing 
practice of making appointments on compassionate grounds in deserving 
cases needs to be continued. As regards removal of ceiling on the percentage 
of posts which can be filled by compassionate appointments, we are of the 
view that removal of the ceiling would reduce the number of posts available 
to candidates coming through direct recruitment which is not desirable. The 
existing ceiling of 5% in respect of compassionate appointments, therefore, 
needs to be maintained and followed strictly. 

124.38 Extension of facility of compassionate appointments to 
dependents other than widow/son/daughter of the deceased Government Servant 
and restricting the compassionate appointments to widows alone have been 
suggested 

124.39 The scope of the scheme providing for appointment on 
compassionate grounds has already been narrowed by deleting near relatives from 
the scheme by the Government. In view of the fact that the existing provisions 
in the scheme are in conformity with the observations of the Supreme Court, 
inclusion of other relatives within the scope of the scheme or exclusion of 
son/daughter therefrom would not be appropriate. 

124.40 It has been urged that the families of deceased Government 
servants who die in harness or those who are retired on medical grounds should be 
paid a lump sum amount in cases where compassionate appointments are not 
feasible on administrative grounds. 

12441 We have considered the suggestion carefully and do not 

support the idea of making lump sum payment in lieu of compassionate 
appointments because the facility of compassionate appointments is extended 
as an additional benefit to families in immediate need of assistance. 

124.42 Suggestions have been made that the time lag in compassionate 
appointments should be reduced and the appointments made within a reasonable 
period of the demise of the Government servant and not postponed for unduly long 
periods on the ground that dependent children have not attained majority. 

124.43 Since compassionate appointments can be made up to a maximum 
of 5% of the vacancies falling under direct recruitment quota in any Group C or 
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' D' post, the applicants have sometimes to wait for a long time because of number 
of applicants exceed the ceiling of 5%. While in such a situation, delay in making 
compassionate appointments appears to be unavoidable, care should be taken that 
requests for compassionate appointments arc received normally within a period of 
one year from the date of demise of the government servant and delay docs not take 
place on any other ground. The scheme of compassionate appointments having 
largely been related to the need for immediate assistance to the family on the 
passing away of the Government servant in harness, we arc of the view that 
compassionate appointments should be made within a reasonable period of time 
after the demise of the Government servant and not postponed for unduly longer 
penods. The very fact that the family has been able to manage somehow all these 
years should normally be adequate proof to show that the family had some 
dependable means of subsistence. We have also taken note of the present 
safeguard that belated requests can be considered at the level of Secretary alone, 
which we feel is salutary in nature. We are of the view that appointments on 
compassionate grounds shall be made at the most within five years of the date 
of demise, and even such belated appointments should be made only in the 
case of minor children who could not have been appointed because of their 
age being less than the minimum age of recruitment to government service 

124.44 It has been urged that one of the dependants of superannuated 
employees should be given employment on compassionate grounds on the analogy 
of the position in the Railways. 

124.45 There is no provision in the Railway Rules which provides for 
compassionate appointment of the dependant of a superannuated Railway 
employee In view of the constitutional invalidity of the demand, we are 
unable to accept the suggestion of providing employment to one of the 
dependants of superannuated employee on compassionate grounds 


I CONFIRMATION 

I_ 


124.46 Prior to April, 1988, a periodic exercise useu to be undertaken to 
identify the vacant permanent posts along with exact date from which those posts 
were available for confirming a Government employee. Confirmation was also not 
a one-time event in the career of a Government employee, he used to be 
successively confirmed in every post or grade to which he was promoted subject 
to the availability of a permanent post in each grade. With effect from April, 1988, 
confirmation is made only once in the service of an official, and this is in the entry 
grade. Confirmation has been delinked from availability of permanent vacancy .in 
the grade which implies that an officer who has successfully completed his 
probation can be considered for confirmation. 

124.47 Suggestions have been made for prescribing a uniform period of 
probation in different services/posts and for deeming an employee to have 
satisfactorily completed the period of probation unless he is specifically informed 
to the contrary on expiry of the said period. 

124.48 We have considered the suggestions and taken note of the fact that 
the penods of probation for different services and posts are laid down in the 
recruitment rules which are finalised in consultation with the Department of 
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Personnel and Training and the UPSC. The period of probation is determined with 
reference to the requirements of each job We, therefore, feel that it would not 
be desirable to prescribe a uniform period of probation for all services and 
posts. We, accordingly recommend that the existing practice of prescribing 
periods of probation based on the job requirements of various posts and 
services may continue to be followed 

124.49 As for the automatic completion of the probation period, the 

official side has informed us that confirmation is not automatic on completion of 
probation period but is to be followed by formal orders. As long as no specific 
orders of confirmation or satisfactory' completion of probation arc issued, a 
probationer is deemed to continue on probation. Instructions arc reported to have 
been issued in August, 1994 to all the Ministries stressing the need to communicate 
to the probationer the decision to confirm him or to extend the period of his 
probation, within six to eight weeks of the completion of his period of probation 
It has been brought to our notice that despite issue of instructions by the nodal 
Ministry, concerned departments do not initiate timely action with the result that 
employees continue on probation for years together: We have also observed that 
the instructions issued by the nodal Ministry arc more in the nature of an 
exhortation to the Ministries/Departments than a rule or regulation that may have 
any legal validity. 

124 50 We are, therefore, of the view that a specific provision be 

made in the Rules to the effect that in case no orders are issued within three 
months of the expiry of the period of probation either declaring successful 
completion of the probation period or its extension, the employee concerned 
should be deemed to have completed the probation period satisfactorily and 
confirmed automatically. Provision should also be made for holding the 
concerned officer responsible who is supposed to issue necessary orders 

124 51 It has been urged that all casual employees should be made 

permanent on their rendering two to three years of service. 

124.52 We have considered the issue and observ ed that since the casual 

labourers are not appointed/engaged against sanctioned regular Group D’ posts, 
the question of their being declared as permanent employeps does not appear to be 
feasible We are, therefore, of the view that their cases should appropriately 
be dealt with in accordance with the provisions of Casual Labourers (Grant 
of Temporary Status and Regularisation) Scheme, which is already in force 


ESTABLISHMENT RULES 


124 53 A suggestion has been made for the payment of charge allowance 

to an officer as and when he is asked to hold temporary additional charge of a 
higher post. 

124.54 We have given our careful consideration to the suggestion and also 

perused orders on the subject of combination of appointments and entitlement to 
additional remuneration, which empower an administrative Ministry to grant 
additional remuneration as prescribed for a maximum period of three months. For 
payment of additional remuneration beyond three months, prior concurrence of the 
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Ministry of Finance is required to be obtained. We feel that the existing 
provisions are adequate and do not call for any change or further 
liberalisation because asking an officer to discharge the duties of more than 
one post for longer periods is not conducive to efficiency 

124 55 At present Government has a right to retire a Government servant 

at any time in public interest if he lias completed 30 years of qualifying sen ice 
under rule 48(l)(b) of the CCS (Pension) Rules and after he has attained the age of 
50 years if lie is a Group A’ or B' Officer and had entered Government service 
before attaining the age of 35 years and in all other cases after he has attained the 
age of 55 years by giving three months' notice under FR 56(j). For the purpose of 
maintaining efficiency in Government and achieving higher productivity, it is 
necessary to have enabling provisions in the Rules to review the performance of 
Government employees even before they attain the age of 50/55 years or complete 
30 years of service. The security of tenure enjoyed by Government employees has, 
of late attracted a lot of criticism. To overcome the problem of inefficiency in 
Government and to get rid of unproductive employees, we are of the view that the 
provisions of Rule 56(j) of the Fundamental Rules may be amended to 
provide for a performance appraisal quinquennially by a committee to be 
constituted for the purpose, based on the Annual Confidential Reports and such 
other relevant information as may be considered necessary: Details of how this 
appraisal is to be carried out is contained in the relevant chapter. If the appraisal 
reveals that the performance of a government servant has been erratic, the 
employee should be given a warning to improve his performance. If the 
performance is found to be consistently deficient for more than three reviews, 
he should be discharged from service under the provisions of Rule 56(j) It is 
expected that with such a detailed and objective procedure, action under FR 56(j) 
will normally be sustained by the courts. 

SERVICE CONDITIONS OF HANDICAPPED EMPLOYEES 


124.56 Government of India have earmarked 3% of the employment 
opportunities in Groups C' and D' posts for the physically handicapped persons 
The 3% reservation is shared equally by the blind, the deaf and the orthopaedically 
handicapped. Under the existing instructions, all physically handicapped persons 
arc eligible for age relaxation upto 10 years for general category and 15 years for 
SC/ST for appointment to any Group C or D' post. In case of appointment to 
Groups 'A' and B' posts, age relaxation is for a period of 5 years. They arc also 
exempted from payment of examination fee/application fee. Instructions provide 
that physically handicapped persons who have already been examined by a Medical 
Board attached to the special Employment Exchange/Vocation Rehabilitation 
Centre need not be subjected to medical examination once again at the time of 
appointment 

124.57 An in-depth study of the various jobs done in government offices 
as well as public sector undertakings was undertaken by a sub-committee which 
identified 1,100 titles out of 3,000 titles listed in the National Classification of 
Occupations as suitable for handicapped persons. Another Standing Committee 
constituted by the Ministry of Welfare made an in-depth study of various jobs and 
identified 420 jobs in Groups A’ and Group B' posts/services as suitable for the 
physically handicapped persons, along with the physical requirements and 
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124 58 Suggestions have been made that the existing guidelines in respect 

of handicapped employees should be reviewed for bringing about improvements 
and extending the benefit of reservation to Groups A' and B' posts. Also that 
lower eligibility criteria should be prescribed for promotion of handicapped 
employees and extension of benefit of reservation in promotion. 


Our Recommend- \ 24.59 We have noticed that instructions arc issued by the Government 

a,lo " x from time to time emphasising the need for identification of jobs which can be held 

by handicapped persons and monitoring of implementation of reservation. 
Monitoring through half yearly returns is also being done by the Liaison Officer 
specially nominated for the purpose We would recommend that identification 
}f jobs for handicapped persons and monitoring of implementation of 
reservation orders should be a continuous process aimed at improving the lot 
of handicapped persons. We are, however, unable to accept the suggestion 
that the benefit of reservation should be extended to Groups "A* and B' 
services and posts because at these levels the need for efficiency and 
competence is greater than at Groups C' and 'D'. Because of these very 
reasons, we are also not in favour of prescribing either lower eligibility 
criteria for promotion or granting promotions on the basis of reservation 
alone without satisfying the conditions laid down in the recruitment rules for 
promotion posts 


increase in 124.60 It has been suggested that the existing provision of 3% reservation 

percentage of j n Groups ' C and ' D 1 posts is inadequate and should be increased. 
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124 61 Keeping in view the overall reduction we are recommending 

in the staff strength of Central Government employees, we do not find it 
feasible to recommend any increase in the reservation quota for handicapped 
persons. We would, however, like the Government to clear the present 
backlog of unfilled vacancies meant for handicapped persons in a time bound 
manner by initiating special recruitment drives and ensure observance of the 
existing instructions of carry forward of unfilled reserved vacancies for a 
period of up to three recruitment years. 


Increase in rate of 
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124.62 An increase has been sought in the quantum of conveyance 

allowance without any ceiling,on the ground that there has been a tremendous 
increase in the expenditure on transportation. 


Our Recommend- 
attons 


124.63 We have separately recommended that the transport allowance to 

be paid to handicapped employees should be double the amount now approved for 
non-handicapped government employees. The present conveyance allowance 
would, therefore, be discontinued. 
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124 64 Suggestions have also been made for automatic grant of the 

allowance to those recruited against vacancies reserved for the physically 
handicapped, without requiring them to appear before the medical authorities from 
time to time. 

124 65 We would recommend that the percentage of disability 

determined at the time of initial recruitment should be treated as final and 
should be the basis for grant of conveyance (now transport) allowance, unless 
the employee himself/herself asks for a review 

124.66 It has been suggested that blind and handicapped employees who 
arc required to pass a departmental examination for earning increment as a 
condition of service or for the purpose of promotion to the next higher grade may 
be permitted to take the assistance of a scribe from among one of the co-cmployccs. 

124.67 We have considered the suggestion and are of the view that 
assistance of a scribe may be provided. He may be a co-employee in the same 
department but should not be in the same line of work so that there is no 
possibility of any malpractice. 

124.68 It has been suggested that handicapped employees may be 
sanctioned interest-free loans for acquisition of residential accommodation and 
conveyance. 

124.69 We have considered the suggestion carefully and do not 
support the idea of granting an interest-free loan to a handicapped employee 
for purchase of a vehicle or acquisition of a house. However, as a gesture of 
goodwill, we recommend that handicapped employees may be given a 
concession of half a per cent in the rate of interest applicable for House 
Building Advance and Advances for purchase of a conveyance 

124.70 Reimbursement of expenditure incurred on repairs of artificial 
limbs has been sought. 


124.71 We recommend that reimbursement of expenditure incurred 
on repairs to artificial limbs may he allowed 

124.72 It has been suggested that blind teachers may be granted reader's 
allowance at the rate of Rs.500 per month on the analogy of financial assistance 
given to Readers in Universities at the rate of Rs.3,000 per annum for purchase of 
braille books, reader's allowance etc. 

124.73 We have given our careful consideration to the suggestion and feel 
that whereas UGC Teachers/Research Scholars have to scan through voluminous 
records such as reference books, research papers, etc. the duties and 
responsibilities of blind teachers do not require consultation of research material 
to the same extent as by research scholars. However, keeping in view the need 
of blind teachers and the amount they have to spend on purchase of reading 
material due to non-availability of books in braille in the libraries, we 
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recommend a Reader's Allowance of Rs.100 per month for the blind teachers 

124.74 Suggestions have been made for upgradalion of the pay scale of 
Chair Cancrs on the ground that caning of chairs involves application of skill 

124.75 We have considered the suggestion and arc convinced of the 
argument that caning of chairs docs involve application of skill. We, therefore, 
recommend that chair caners may be placed in the pay scale of Rs.800-1150 
and be considered for placement in the ACP pay scales of Rs.950-1500 and 
Rs.1200-1800 


124.76 It has beat suggested that rccaning of chairs through contractors 

should be discontinued because it deprives the blind persons of job opportunities. 
Wherever the work load justifies, a post of Chair Cancr should be created and in 
other places, the rccaning work should be got done through blind persons 

124 77 We have taken note of the existing instructions which enjoin upon 

the contractors to employ only blind persons for recaning of chairs and earmarking 
a post of Chair Cancrs out of existing vacancies in Group ' D* wherever workload 
justifies We are satisfied with the adequacy of the existing instructions but 
would like the Government to ensure their observance scrupulously 

124.78 Blind Postgraduate Teachers have sought their placement in the 

pay scale of Vice Principal and Principal on non-functional basis in the event of a 
junior PGT being promoted to the post of a Vice Principal/Principal. 

124 79 We are of the view that a person should not be ignored for 

promotion to a higher post merely because he is blind. We are, however, not 
in favour of placing those considered unfit for promotion in the next pay scale 
on non-functional basis, simply because of their disability. 
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INTRODUCTION 


125.1 Generally, Government employees covered by the definition of 
"Worker" as defined under Section 2 (1) of the Factories Act, 1948 and 'Workman' 
as defined under Section 2(s) of the Industrial Disputes Act, 1947, arc classified 
as industrial staff and who do not fall within these definitions are classified as Non- 
Industrial Staff. Industrial employees are governed by labour laws. These give 
them substantial rights to form trade unions, and to raise industrial disputes. The 
non-industrial employees are governed by the rules applicable to Central 
Government servants in general. 

125.2 The Industrial Disputes Act, 1947, was amended with effect from 
August 21, 1984 empowering the Government to keep their industrial 
establishments outside the purview of the Act, which implies that the industrial 
workers will have recourse only to such of those rules as are applicable to other 
Government employees for settlement of their grievances. The notification issued 
initially for the establishment of the Central Administrative Tribunal had excluded 
the employees covered by the Industrial Disputes Act from the scope and 
jurisdiction of the Tribunal. However, by a subsequent amendment of the 
Administrative Tribunals Act, 1985 (No.13 of 1985) in 1986 the relevant clause was 
deleted, thereby bringing the employees governed by the Industrial Disputes Act 
also within the jurisdiction of the Administrative Tribunal. 


DEMANDS FOR PARITY 


125.3 Industrial employees of the Central Government have always been 

demanding parity in matters of leave entitlement, holidays, leave encashment and 
working hours with their counterparts classified as non-industrial employees. The 
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leave entitlements of industrial workers were also examined by the earlier Pay 
Commissions. While the first, three did not favour any increase in the leave 
entitlement of industrial workers in Government, the Fourth CPC recommended 
parity* in leave entitlement and its encashment between the industrial employees in 
the Railways and those in other sectors of the Central Government. While the 
entitlements of industrial employees in the Railways to leave and its encashment 
arc on par with those of non-industrial workers in the Central Government, their 
hours of work arc substantially more than those of other industrial workers. The 
recommendation of the Commission was not accepted by the Government The 
matter was therefore, referred to the Board of Arbitration in 1989. In terms of the 
award of the Board (April, 1991), the prerequisite of 240 days service for grant of 
any leave with wages and the restriction on carry forward oflcavc only up to 30 
days were removed. The maximum limit up to which leave could be accumulated 
was also increased to 120 days. 


RECENT POSITION 


125.4 There is now complete parity between the industrial and non- 

industnal employees in matters of entitlement to and accumulation ofleavc on half 
pay, extraordinary leave, casual leave, and certain special kinds of leave (maternity 
leave and hospital leave). However, the entitlement of industrial employees to 
earned Icavc/annual leave is determined with reference to their length of service and 
ranges between 17 and 27 days in a year, as against 30 days in a calendar year to 
which all non-industrial employees are entitled. Further, industrial employees can 
avail of earned leave only on six occasions in a year, whereas there is no such 
restriction in respect of non-industrial employees. On the other hand, unlike non¬ 
industrial employees, holidays intervening during spells of leave of industrial 
employees are not counted towards leave. 


DIFFERENCES BETWEEN THE TWO CATEGORIES 


125.5 The nature and scope of the duties and responsibilities of the two 

categories of employees are totally different, as are their wage structure and terms 
and conditions of service as well as the nature of services provided by them. These 
two categories are subjected to different types of stresses, strains and hazards in the 
performance of their duties. Industrial employees are entitled to certain other 
benefits like overtime allowance at twice the rates applicabJe to their counterparts 
in the non-industnal sectors, exclusion of Sundays and holidays intervening during 
spells of leave, a higher age of superannuation, etc. In the circumstances, it may 
not be appropriate to consider, in isolation, disparities in the matter of leave alone. 
The Board of Arbitration had refused in the past to concede absolute parity in 
holidays and leave entitlement between industrial and non-industrial employees of 
the Central Government. All the earlier CPCs barring the Fourth had also negated 
such demands. Besides, the changing economic climate of the country' also has to 
be taken into account while evaluating this demand. With the onset of 
liberalisation, all Government sectors, including the industrial sector, has to 
compete with the private sector directly. Even at present, productivity and 
efficiency in the Government sector cannot be considered to be of the desired 
levels. In this milieu, any increase in the leave entitlement of industrial workers 
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may lead lo loss in production, thus placing the industrial sector of the Government 
at a further disadvantage in relation to the private sector 


REDUCTION OF WORKING HOURS 


125.6 These considerations would also be equally relevant for a decision 
on the demand that the working hours of industrial employees should be reduced 
so as to be on par with non-industrial employees in the Central Government While 
it is a fact that the hours of work prescribed for staff employed in industrial units 
arc longer than those prescribed for staff in the administrative offices, these 
variations have been necessitated on account of the differences in the service 
conditions of these two categories of employees. Workshop staff arc governed by 
the provisions of the Factories Act, which permits up to 48 hours of work in a 
week. The industrial staff working in the Central Government are not worse off 
than their counterparts either in the state/owned public enterprises or in the private 
sector. The public enterprises as well as industrial units in the private sector follow 
the provisions of the Factories Act in regard to their industrial employees. An 
analysis of the weekly hours of work in other countries would show that even in 
these countries the hours of work prescribed for different categories of workers are 
not uniform Industrial workers in Thailand work for as many as 13 hours more per 
week than non-industrial staff. Similar differences are also discernible in other 
countries like Belgium, Canada, Israel, Japan, Malaysia, the Netherlands, Portugal, 
United States of America, etc. 

125.7 The question of ensuring uniformity in the working hours in all 
Government establishments had been considered by the Second, Third and Fourth 
CPCs. They did not recommend any uniformity. The Fourth Pay Commission 
noted that the working hours in different organisations had been evolved over the 
years in accordance with their specific individual requirements and superimposition 
of central working hours or tampering with the existing set-up might necessitate 
structural modifications in the organisation which may not turn out to be very 
conducive at that stage of development. These observations still hold good, 
especially in the context of the present climate of economic liberalisation When 
Government organisations have to compete with the private sector, any fall in 
productivity attributable to a reduction in working hours may not be desirable and 
may ultimately prove counterproductive. At the same time, it cannot be contested 
that some of the salutary provisions presently applicable only to industrial 
employees need to be extended to non-industrial employees, in order to improve 
their productivity. 


OUR RECOMMENDATIONS 


125.8 We are, therefore, of the view that our policy on this issue should 

be guided by the (i) Complete parity in leave entitlements and hours of work 
between industrial and non-industrial employees is not justified at the present 
juncture, (ii) certain changes in the entitlements both of industrial and non¬ 
industrial employees should be made so as to take the best features of both the 
leave system in order to achieve a long-term objective of reducing differences 
between them, (iii) all changes should be such as may reduce absenteeism and 
improve productivity. We accordingly recommend the following: 
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(a) 


Their entitlement to earned leave based on length of service 
may be revised as indicated below 


Length of service 
One to ten years 
Eleven to twenty years 
More than twenty years 


Present leave 
entitlement 

17 days 

22 days 

27 days 


Revised leave 
entitlement 

20 days 

25 days 

30 days 


Accumulation of 
earned leave 


Leave that can be 
taken on one 
occasion 


Sumber of 
occasions in a 
year 


This would represent an increase of three days over the present 
entitlements Simultaneously, Sundays and other holidays 
intervening dunng spells of leave should also be counted as leave 
availed of by the employee and debited to the leave account. 
These two measures would cancel each other out and not have any 
net impact on the whole leave entitlement. 

(b) Industrial employees may be permitted to accumulate upto 
300 days of earned leave on par with non-industrial employees 
and to encash, out of the the leave so accumulated, leave of up to 
60 days earned by them during their entire sendee, while availing 
of leave travel concession for travel anywhere in the country, as 
has been separately recommended by us in the chapter on "Leave 
Travel Concession". 

(c) The maximum number of days of earned leave that can be 
availed of on any one occasion should be reduced in the case 
of non-industrial employees from 180 days to 60 days because 
such a long spell of earned leave is not ordinarily required and 
this facility is also frequently misused to defy authority in the 
event of an unwelcome transfer. While this would still be higher 
than the ceiling of 30 days prescribed for industrial employees, it 
will bring the two categories of employees close to each other. 

(d) Simultaneously, the maximum number of occasions on which 
earned leave can be availed of in a calendar year by non¬ 
industrial employees should also be reduced to only six as in 

the case of industrial employees 


125.9 These steps, besides establishing some sort of broad parity, would 

also enhance productivity of industrial employees as the proposed increase in 
the quantum of earned leave that can be accumulated combined with the 
introduction of the facility of in-scrvicc encashment of leave in addition to 
encashment on superannuation is likely to reduce absenteeism and improve overall 
productivity. 
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126.1 The Joint Consultative Machinery (JCM) and compulsory 
arbitration for central government employees has been in operation since 1966 It 
provides a forum for consultation between the Government of India in its capacity 
as employer and the general body of employees at three levels. At the apex level, 
there is a National Council, with departmental councils and office councils at the 
mmistry/department and office levels respectively. The National Council deals 
with general matters affecting the central government employees such as pay of 
common categories, dearness allowance and matters relating to categories of staff 
common to two or more departments which are not grouped together in a single 
departmental council. Matters affecting staff of a single department are considered 
in the departmental council and local or regional questions at the level of office 
councils. Prior approval of the chairman is taken before a subject is included in the 
agenda for consideration of the National Council. The council's recommendations 
become operative after the approval of government is obtained. If there is final 
disagreement at the level of JCM on arbitrable issues, it is open to either side to 
refer the matter to the Board of Arbitration. The Board of Arbitration follows 
quasi-judicial procedures. Awards of the Board of Arbitration can be modified or 
rejected by the government with the approval of the Parliament only on grounds of 
"national economy" and "social justice". 

126.2 Overall, the scheme of JCM has functioned well and been able to 
provide a viable platform for sorting out problems through consultation between 
employees and the government. This is evidenced by the fact that since 1968 no 
general strike of Central Government employees has taken place. Even in 
Railways, the last general strike had taken place as far back as in 1974. Thus, it 
appears that the scheme is functioning satisfactorily and should be strengthened 
further. 

126.3 In most of the cases, the government accepts the Awards of the 
Board of Arbitration. However, we note that frequently, inordinate time is taken 
by the government to accept the Award or, in the case of non-acceptance thereof, 
to place it before the Parliament. Accordingly we recommend that a specific 
time limit of one year or till the conclusion of the next two sessions of 
Parliament following immediately after the date of Award, which ever is later, 
be prescribed for implementation of such Awards. 
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126.4 Wc have separately recommended the setting up of a permanent pay 
commission with an appropriate status under the Constitution of India. Presently, 
Central Administrative Tribunal is authorised under law to pass judgements in all 
cases concerning service conditions of government employees. These powers w ere 
given to the Tribunal when no permanent Pay Commission was proposed to be 
created in the Central Government. With the creation of a Permanent Pay 
Commission, as is being recommended by us, all matters of long-term 
significance concerning the basic structure of different services like creation 
of new services, cadre review, pay revision etc. should be dealt with by this 
permanent body. The Central Administrative Tribunal should, however, 
continue to deal with removal of grievances of Govt, servants relating to day 
to day activities like denial of promotions, adverse entries in the annual 
confidential reports, postings and transfers, etc. 

126.5 We have observed that frequently, in cases of service litigation 
involving many similarly placed employees, the benefit of judgement is only 
extended to those employees who had agitated the matter before the 
Tribunal/Court. This generates a lot of needless litigation It also runs contrary to 
the judgement given by the Full Bench of Central Administrative Tribunal, 
Bangalore in the case of C.S. Elias Ahmed and Others Vs. UOI and Others 
(O.A.Nos. 451 and 541 of 1991), wherein it was held that the entire class of 
employees who are similarly situated are required to be given the benefit of the 
decision whether or not they were parties to the original writ. Incidentally, this 
principle has been upheld by the Supreme Court in this case as well as in numerous 
other judgements like G.C. Ghosh vs UOI, (1992) 19 ATC 94 (SC) dated 
20.7.1988; K.I. Shepherd vs UOI (JT 1987 (3) SC 600); Abid Hussain vs UOI (JT 
1987 (1) SC 147) etc. Accordingly, we recommend that decisions taken in one 
specific case either by the judiciary or the Govt, should be applied to all other 
identical cases without forcing the other employees to approach the court of 
law for ah identical remedy or relief. We clarify that this decision will apply 
only in cases where a principle or common issue of general nature applicable 
to a group or category of government employees is concerned and not to 
matters relating to a specific grievance or anomaly of an individual employee. 
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127 


Owi OvenaM Stnateqty ott IRetOiemeat 


INTRODUCTION 


127.1 Our Terms of Reference require us to examine the existing 

pension structure and death-cum-retirement benefits with a view to having a proper 
pension structure for "pensioners" and make recommendations relating thereto 
which may be desirable and feasible. This gives us a broad enough canvas and we 
have tried to fulfil our mandate. We have not allowed the deletion of the phrase 
"pensioners, both past and present", which had been used in the Terms of 
Reference for the Fourth CPC, to constrict our vision and have included past 
pensioners within the ambit of our consideration. 


DEFINITION OF PENSION 


127.2 As per Article 366 (17) of the Constitution of India; pension 

means a pension, whether contributory or not, of any kind whatsoever payable to 
or in respect of any person, and includes retired pay so payable, a gratuity so 
payable and any sum or sums so payable by way of the return, with or without 
interest thereon or any other addition thereto, of subscriptions to a provident fund. 


THE GOALS OF PENSION SCHEMES 


Supreme Court's 127.3 Pension is an area where clarity of vision is often obscured by ill- 

verdict considered notions. However, the Supreme Court of India has, in the landmark 

judgement of D.S. Nakara and others vs. Union of India (AIR 1983, SC 130) 
clarified all the issues connected to pension While examining the goals that a 
pension scheme should seek to subserve, the Apex Court held that: 

"A pension scheme consistent with available resources must provide that the 
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pensioner would be able to live 


Pension not a 
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(\) free from want, with decency, independence and self-respect, and 


(u) at a standard equivalent at the pre-retirement level." 

127.4 The Court tell that as determining the minimum amount required 
for living decently was difficult, selecting the percentage representing the proper 
ratio between earnings and the retirement income was harder. We owe it to the 
pensioners that they live, not merely exist. 

127.5 The Court held that pension is neither a bounty nor a matter of 
grace depending upon the sweet will of the employer. It is not an ex gratia 
payment, but a payment for past serv ices rendered. It is a social welfare measure, 
rendering socio-economic justice to those who in the heyday of their life ceaselessly 
toiled for the employer on an assurance that in their old ago, they would not be left 
in the lurch. 

127.6 We would like, therefore, to state at the outset that we respect the 
observations of the Hon'ble Court in the Nakara case. It needs to be averred 
emphatically that pension is not in the nature of alms being doled out to beggars. 
The senior citizens need to be treated with dignity and courtesy befitting their age. 
Pension is their statutory, inalienable, legally enforceable right and it has been 
earned by the sweat of their brow. As such it should be fixed, revised, modified 
and changed in ways not entirely dissimilar to the salaries granted to serving 
employees. 

127.7 Having said so, we would hasten to add that we are not advocating 
a complete parity between pay and pension. Such a parity is neither justified nor 
affordable. All we are saying is that, in certain respects and within the limits of 
financial feasibility', certain limited linkages need to be incorporated. 

127.8 We started to build these bridges when for the first time in the 
history of the services, we suggested in our Report submitted in October, 1994, 
that an interim relief be granted to pensioners. When no action was taken on the 
same, we followed it up in our Report presented in May, 1995 and suggested 
another instalment of interim relief to pensioners. Fortunately, this time the 
Government relented and granted both the installments of interim relief to 
pensioners. This established a principle and the grant of a third instalment to 
pensioners consequent upon our Report of August, 1996 evoked no surprise We 
hope and trust that this nexus between the serving employees and pensioners 
with regard to grant of interim relief is now firmly established and will 
subsist. 


QUANTUM OF PENSION 


127.9 With regard to the quantum of pension, there is nor can there be, 

a universally acceptable formula. Different countries give pensions ranging 
between 50 and 100% of last pay drawn. Our Consultants have suggested that 
67% of last pay drawn should suffice. We realise that it would not be possible for 
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Government to fund this sudden increase in the quantum of pension from 50% to 
67%. It is, therefore, being suggested that, while retaining the Government’s 
contribution at 50%, the balance should be funded by employee s contributions. 
Even so, the figure of 67% cannot be reached overnight for those retiring within the 
next few years. 

12710 This will involve the constitution of a Pension Fund, in which both 

Government's share and the employee’s contribution will be deposited, outside the 
Public Account, to provide the possibility cf higher income by a judicious 
investment of the trust funds 

127.11 There would be some relief to pensioners by the reduction of 
the period over which emoluments are averaged towards the end of the 
career from ten to six months. Pensioners who have served the Government for 
more than 33 years would also benefit from our suggestion that 0.5% additional 
pension be granted for every 6 months of additional service over and above 
33 years 

127.12 With regard to family pensions, we have retained the quantum of 
30% of reckonabie emoluments as at present but this has. been made um r n for 
all categories of employees. The ceiling has also been removed. 

127.13 We have similarly found no justification for a differential 
neutralisation of the cost of living and have, therefore, allowed full neutralisation 
to all. 


GRATUITY 


127.14 There is a lot of loose thinking on gratuity. There are no fixed 
schedules for treatment of a portion of Dearness Allowance as Dearness Pay for* 
purpose of computation of gratuity. Resultantly, there have been great differences 
between the amounts drawn by two colleagues who might have died or retired 
within one day of each other. This naturally caused tremendous resentment. 

127.15 Gratuity has also been unnecessarily subjected to three kinds of 
ceilings. First is the rate of gratuity which is half-a-month's emoluments for every 
year of service put in. This is subject to a second ceiling of 16.5 months, 
irrespective of number of years of service. There is also a cash ceiling on top of the 
other two. We have tried to bring about greater equity in the system between past 
and present retirees, by making two suggestions - removal of the cash ceiling and 
computation of gratuity on pay plus Dearness Allowance on the date of 
retirement. 


PARITY BETWEEN PAST AND PRESENT PENSIONERS 


127.16 The most controversial subject in the field of pensions has been 

the glaring disparity between persons of equivalent rank and status drawing vastly 
unequal pensions if they retired at different points of time. Government had tried 
to solve the problem partially for the armed forces by adopting the One Time 
Increase formula, but this had not met their demand for One Rank One Pension 
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The iniquity among the civilian pensioners lias continued over the decades with 
scant relief to the older of the senior citizens. 

127 17 We have attempted a major policy thrust, by suggesting a 

complete parity between past and present pensioners at the time of the 
Fourth CPC, while recommending a modified parity between pre-1996 and 
post-1996 pensioners. The formula will ensure total equity as between persons 
who retired before 1986 and those who retired later. It also gives all pensioners at 
least the minimum pension appurtenant to the post-1996 revised scale of pay of the 
post they held at retirement. 


DEATH 


127.18 We found considerable ad hocism in the treatment of employees 

dying while in service, even to the extent of different departments treating their 
employees through varying formulae. We have tried to bring some uniformity 
in the ex gratia rewards according to the nature of death in five different sets 
of circumstances, with the amount ranging upto Rs.7.5 lakhs. 


MEDICAL ALLOWANCE 


127 19 For pensioners not covered by CGHS, we are suggesting a 

medical allowance of Rs.100 per month. We have also recommended a 
comprehensive medical scheme, providing complete health insurance both to 
employees and pensioners in non-CGHS areas. 


CONCLUSION 


127.20 Thus the Commission has tried, within the constraints of 

resources, to rationalize the various retirement benefits, in accordance with an 
overall strategy as outlined above. Much more could possibly have been 
attempted, but we have proceeded slowly and steadily in a particular direction, with 
the hope that further improvements would be brought about by future Pay 
Commissions. 
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INTRODUCTION 


128.1 Age of retirement is one of the conditions of service of 

Government employees irrespective of whether they are in the Central or State 
Government. In fixing of the retirement age of employees, some of the most 
important factors which arc taken into account are. life expectancy, health and 
morbidity, labour market conditions, stage of economic development, financial 
implications, social dimensions, etc. The age at which the productivity, efficiency 
and health of an employee begins to decline can be considered as the appropriate 
age for retirement. 


HISTORICAL BACKGROUND 


128.2 Till 31st March, 1938, the normal age of retirement of Central 

Government employees was 55 years. Employees could, however, be retained in 
service up to 60 years, depending on their being physically fit and mentally alert. 
From 1.4.1938, the age of retirement was uniformly fixed as 55 years for all Central 
Government employees and it continued to be so till 30th November, 1962. 


VIEWS OF PREVIOUS PAY COMMISSIONS 


128 3 The First CPC recommended the age of 58 years for 

superannuation. It was, however, decided in 1949 not to change the age of 
retirement on the ground that a majority of the employees retiring at the age of 55 
years were not capable of rendering efficient service and their replacement by 
younger persons was in the interest of maintaining efficiency in Government. This 
question was again considered in 1953. While it was decided not to change the age 
of retirement in consideration of its adverse impact on public opinion, liberal 
extension of service, particularly in case of scientific and technical personnel was 
recommended in the context of shortage of trained manpower. 
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12X 4 The Second CPC also considered the question and recommended 

dial raising the age of retirement to 58 years was fully justified due to improvement 
in life expectancy, physical fitness and the need for trained manpower The 
recommendation was considered in 1959 and again in 1962, when it was decided to 
raise the age of superannuation to 58 years The decision was based mainly on the 
consideration that reduction in employment opportunities in the event of an 
increase in the age of retirement would be a nominal 1% of the total additional 
employment needed for the educated unemployed during the 3rd Plan and that there 
was an urgent need for trained technical manpower. Orders were issued in 
November 1962 making the decision to increase the age of retirement from 55 to 
58 years effective from 1.12.1962. The age of retirement for Group ' D’ employees 
and workshop employees in the Central Government was maintained at 60 years 

128.5 The Third and Fourth CPCs examined the question of increasing 

the age of retirement further to 60 years. While conceding that such increase was 
justified in the context of the rise in life expectancy at birth, they did not, however, 
finally recommend any increase having regard to its likely adverse impact on fresh 
recruitment, as they felt that induction of fresh blood and fresh knowledge was 
essential for efficient working in government. 


PRESENT POSITION 


128.6 Presently the age of retirement is 58 years for different categories 
of Central Government employees other than workmen, ministerial Government 
servants who entered service on or before 31.3.1938 and Group ' D' employees, in 
whose cases the age of retirement is 60 years. Provision also exists for 
extension/re-employment in service of non-technical/ non-scicntific personnel up 
to the age of 60 years and of Scientific/Technical personnel up to 62 years in public 
interest. 

128.7 The age of retirement of technical and scientific personnel engaged 
in research institutions like CSIR, ICMR, IITs etc. and of university teachers is 60 
years. However, in many universities there is a practice of re-employing personnel 
up to 62-65 years. 

128 8 In Central Police Organisations, the age of retirement of personnel 

up to the rank of Commandant is 55 years in BSF, ITBP and CRPF, and 58 years 
in Assam Rifles, CISF and RPF. In the Coast Guard, officers below the rank of 
Commandant, Subordinates arid Sailors retire at the age of 55 years. In the Armed 
Forces, the age of superannuation differs from rank to rank and from category to 
category and ranges between 40 and 60 years. 


COMPARATIVE POSITION IN OTHER SECTORS 


128.9 Most of the State Governments follow the Central Government 

'pattern in regard to the age of retirement. In Kerala, however, it continues to be 55 
years for all categories of employees. Officers of the State Judicial Services retire 
at 60 years on the basis or a judgement of the Supreme Court delivered on 
November 13,1991 in the case of All India Judges Association versus Union of 
India and others 1992 SCC(L&S) 9. Teachers retire at 60 years, and are also 
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allowed to continue in employment up to the end of the academic session. 

128.10 Public scclor undertakings follow the retirement pattern of the 

Central Government In the ease of autonomous organisations supported by the 
Government of India, a higher age of retirement of 60 years has been prescribed, 
but the age of retirement for ministerial staff continues to be 58 years in many of 
them. 

12811 The age of retirement in the private sector differs from 

organisation to organisation and generally ranges from 60 to 65 years In some 
smaller organisations, there is no age of retirement at all and employees continue 
to work till they arc able to. 


POSITION IN OTHER COUNTRIES 


128.12 The global trend is to increase the age of retirement further in view 

of demographic changes. In most of the western countries, age of superannuation 
is already 65 years. In U.S.A., it has been recently increased to 67 years. In Italy 
and Argentina, an increase is proposed from 60 years to 65 years. In Denmark and 
Norway, the age of retirement is 67 years and 70 years respectively. In the Asian 
region, the age of retirement in Japan and Hong Kong is 65 years. In China, 
Pakistan and Phillipines, it is 60 years. Upward revision of the age of retirement 
is, therefore, a global phenomenon. 


CONSULTANCY REPORT 


128.13 In the context of a large number of demands received from 
individuals, associations of employees, eminent persons, etc. relating to increase 
in the age of superannuation of Central Government employees, the Commission 
entrusted a study to the Institute of Applied Manpower Research (1AMR) to 
examine the retirement pattern of Central Government employees including 
scientific, technical and educational categories. Central Police Organisations and 
the Armed Forces andto make suitable recommendations about their desirable ages 
of superannuation. 

128.14 The IAMR in its report recommended raising of the age of 


superannuation on the following considerations:- 

(a) 

Life expectancy 

(b) 

Span of service 

(c) 

Old age dependency ratio 

(d) 

Physical health and mental capabilities 

(c) 

Productivity in old age 

(0 

Expert opinion 


MAIN ISSUES AND OUR RECOMMENDATIONS THEREON 


128.15 It has been urged that the age of retirement may be increased from 

58 years to 60-65 years taking into account the increase in longevity, availability 
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of better health care facilities, improved health standards of citizens, need for 
utilisation of experience and wisdom of senior employees, need for uniformity in 
the age of retirement between industrial and non-industrial categories, the 
possibility of taking fiill advantage of the vast potential of qualified doctors, 
scientists, engineers, technologists, and other professionals, the resultant reduction 
in the expenditure on pensions, the scope for protecting the interests of 
unprivileged sections of society and highly qualified persons who join serv ice at 
higher ages and who arc unable to render 33 years of service required for full 
pension 

128 16 After considering various aspects of the matter and the 

recommendations oflAMR, we recommend an increase in the age of retirement 
for all Central Government employees (except those in the Armed Forces and 
Central Police Organisations) to 60 years on the following considcrations:- 

(i) Life expectancy at birth has increased by 19.5 years over 1961. 
Life expectancy at the age of 50 years has increased from 14.81 
years in 1950 to 27 years. 

(ii) All over the world, the trend is to raise the age of superannuation 
to around 65 years. China Pakistan and Phillipines have already 
raised it to 60 years. 

(iii) Many persons join Government employment at a late age. These 
arc mainly the disadvantaged sections of society like scheduled 
castes, scheduled tribes, other backward classes etc. They are 
unable to draw full pension because they do not complete 33 
years of qualifying service. Addition of two more years to serv ice 
would bring thousands of such employees to a higher rate of 
pension. 

(iv) A large percentage of employees already superannuate at 60 
years. Extending the same benefit to others removes a major 
irritant. It also does away with the anomalous situation of a 
Group 'D' employee under promotion to a Group C' post 
debating within himself as to whether he should refuse the 
promotion and continue till 60 years or accept the promotion and 
retire at 58 years. 

(v) There is a tendency on the part of senior officials to seek 
extension of service up to the age of 60 years. Very often, they 
arc prepared to do anything for obtaining such an extension of 
service. A general increase in the age of superannuation, coupled 
with a total ban on extension of service except for scientists and 
medical specialists who could be granted extension in service on 
a case to case basis up to the age of 64 years, recommended 
separately, will lead to an enhanced level of objectivity and 
impartiality among senior administrators. 

(yi) The impact on employment situation is rather marginaj, especially 
as there is a freeze in fresh recruitment for the last 15 years or so. 
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(vii) There is a massive saving of more than Rs.3,000 crorcs on 
account of postponement of retirement benefits for two years. 


/ ’respective effect 
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age of retirement 

Our 

recommendations 


12817 The recommendation for extending the age of superannuation 

to 60 years should have only prospective cfTcct from such date as Government 
may specify and shall be applicable only to those employees who are to retire 
at the normal age of superannuation on or after the date on which the 
Government orders come into effect. 

128 18 It has been urged that the age of superannuation for personnel of 

Central Police Organisations should be (i) at par with other organisations; (ii) 60 
years; (iii) 58 years for all instead of 55 years up to the rank of Commandant and 
58 years for others; and (iv) on the pattern of armed forces. 

128.19 We have given careful consideration to the suggestions and are 
of the view that the ages of superannuation in different organisations have 
been evolved over the years in accordance with their specific individual 
requirements and any tampering with the existing ages of superannuation 
may not be very conducive to the overall interest of the organisations and 
may ultimately prove to be counter-productive. We have also noticed that the 
conditions of service of the armed forces and personnel of the CPOs arc different 
and there is no provision for rehabilitation of personnel of CPOs after retirement 
at par with ex-servicemen. The existing practice of maintaining the difference 
between the two forces may continue notwithstanding the need for some relief to 
the personnel of the CPOs for their early retirement. 

128.20 In order to compensate the loss partially that employees in CPOs 
may suffer due to non-extension of the proposed general increase in the age of 
superannuation in their case, we recommend that a benefit of three added years 
of service for the purpose of computation of pensionary benefits may be given 
to all employees in CPOs to whom the proposal for increase in the age of 
superannuation would not apply. The benefit of added years of service shall be 
extended in case of superannuation pension alone and would be limited to the 
extent of shortfall in qualifying service subject to maximum of three years so that 
the qualifying service plus the weightage allowed does not exceed 33 years of 
service. We are making a similar suggestion for armed forces personnel separately. 

128.21 Suggestions have also been made for reducing the age of 
retirement to 55 years so as to overcome the problem of unemployment. 

128.22 We have given careful consideration to these suggestions. Our 
consultants (1AMR) have referred that the Central Government accounts for just 
one per cent of total employment opportunities in the country. In most of the 
western countries, the age of superannuation is 65 years. In the Asian Region also, 
the age of retirement varies between 60 and 65 years. In the European Region, a 
further increase in the retirement age is round the comer. We consider it to be bad 
economic policy to remove unemployment by retiring people before they cease to 
be productive. Any attempt at reduction of age of retirement will not only be 
uneconomical but is likely to be viewed as a retrograde step. Data furnished by the 
1AMR supports the view' that there has been a marked improvement in life 
expectancy not only at birth but also at higher ages. The survey conducted by them 
and various WHO studies reveal that there is no decline in physical health and 
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mental abilities up to 62 years of age and there is a higher participation rate of 
older workers in the labour market. In the light of the above information and in 
keeping with the global trends, we do not find any merit in the suggestions to 
reduce the age of superannuation to 55 years 

128.23 It has been urged before us that all the employees should be retired 
on 31st December irrespective of the month in which they were bom. Another 
suggestion is that the employees bom on the first day of a month should be retired 
on the last day of the same month instead of the last day of the preceding month. 

128.24 We have considered the suggestions in the light of the opinion 
expressed by the official side that retiring all employees on 31st December 
irrespective of their month of birth or on the last day of the month for employees 
bom on first of a month, would amount to retention of such employees beyond the 
age of superannuation. We have also been informed that there are several court 
rulings about persons whose date of birth falls on the first day of a month, in which 
courts have held that such persons should retire from service on the afternoon of 
the last day of the preceding month on attaining the age of superannuation. In view 
of the above position, we do not recommend atiy change in the existing 
procedure and practice being followed. 

128.25 The Department of Personnel and Training made a specific 
reference to the Commission to examine and consider (i) substituting the words 
"regular employees" for "monthly rate of pay" appearing in Rule 56(b) of the 
Fundamental Rules because the use of the words monthly rate of pay' was slightly 
anachronistic, in as much as even casual workers with temporary status were in 
receipt of pay on monthly basis; (ii) the scope of the term "workmen", their age of 
retirement and categories of persons who could be covered under Note below FR 
56(b). 

128.26 The staff unions of various organisations having fully or partially 
commercial, semi-commercial or service functions have demanded that the age of 
retirement of their employees be treated as 60 years as they belong to the category 
of workman’ and the benefit of Note below FR 56(b) should be extended to them. 
Certain categories of employees such as Drivers, Despatch Riders and Gestetner 
Operators have also demanded the benefit of superannuation at the age of 60 years. 

128.27 We have considered the proposals made by the Department of 
Personnel and Training and the demands raised by certain categories of employees 
in the light of several Court/Tribunal rulings. Courts and Tribunals have been 
adopting a liberal interpretation of the terms 'industry' and workman',with the 
result that a large number of employees who would ordinarily not qualify as 
workmen' are getting the benefit of retirement at the age of 60 years. 

128.28 The scope of the term workman' has been examined and widely 
interpreted by therSupreme Court in diverse judgements. In Prithpal Singh versus 
UOI, 1991 Supp (1) SCC 32, driver of a staff car has been held to be an "artisan". 
In Des Raj versus State of Punjab, (1988) 2 SCC 537, Irrigation Department of the 
State of Punjab has been held to be an "industry". Following a judgement in a case 
of Bangalore Water Supply versus A. Rajappa (1978) 2 SCC 213, the definition of 
’ industry' has been enlarged. 
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128.29 In view of our general recommendation to increase the age of 
superannuation to 60 years for all Central Government employees regardless of the 
category to which they belong the questions posed to us by the DOP&T have 
lost their relevance. 

128.30 . The present age of superannuation of Central Government 

employees has acted in the past as a benchmark against which the ages of 
superannuation of other categories of employees, judicial officers, teachers, 
constitutional authorities etc. were fixed. It is expected that our 
recommendations will lead to suitable readjustments elsewhere in order to 
maintain the present relativities. 
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INTRODUCTION 


129 1 Currently, we already have a procedure for voluntary retirement. 

In the context of economic liberalisation and the need for rightsizing the 
Government machinery, the question of liberalising the provisions of the present 
Voluntary' Retirement Scheme (VRS) arose. After considerable thought, and 
considering the report of M/s Noble & Hewitt, our consultants on the subject, the 
Commission has evolved a two-pronged strategy on voluntary retirement as 
under: 


(a) Retain the existing VRS as it is, on a regular year-round 
basis to take care of those who want to leave Government 
service of their own volition. Here the assumption is that they 
have weighed the pros and cons of their decision and have already 
lined up a job in all probability. For them, the normal provisions 
would be adequate. 


(b) Evolve a new special short-term Golden Handshake Scheme 
only for those who are identified by Government as surplus. 
Here it is the Government which is taking the painful decision of 
sending such employees home, although there may be no fault of 
theirs. To ease the position, special provisions are necessary. 

129.2 We first consider the present provisions relating to Voluntary 

Retirement and the demands and issues pertaining thereto. 


HISTORICAL BACKGROUND 


129.3 The scheme of Voluntary' Retirement for Central Government 

employees was first introduced in 1977 through executive instructions. It was given 
a statutory' backing by the introduction of Rule 48-A in the CCS (Pension) Rules 
in November, 1978. Under the Scheme, a Government servant who has completed 
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not less titan 20 years of qualifying service may seek voluntary retirement by giving 
a notice of not less than 3 months in writing to the appointing authority. 
Retirement under this rule is on a voluntary basis, the initiative resting with the 
employee. The Government docs not have the right to retire the employee at this 
stage. 

129 4 Provisions providing for premature retirement arc also contained 

in Rule 48(l)(a) of Central Civil Services (Pension) Rules. A Government servant 
can under this Rule, seek retirement at any time after completion of 30 years of 
qualifying service Rule 56(k) of Fundamental Rules provides for premature 
retirement by a Group A' or B' officer on his attaining the age of 50 years, 
provided he had entered Government service before attaining the age of 35 years 
and in all other cases afler attainment of the age of 55 years. The Government also 
has a corresponding right to retire a Government servant in public interest under 
Rule 48 (l)(b) and FR 56(j), but this is a kind of punishment and we have dealt with 
compulsory retirement in our Chapter on Service Matters. 

129.5 Initially, a weightage of five years in qualifying service was 

admissible in cases of voluntary retirement under Rule 48-A. This was subject to 
the condition that the total qualifying service after, the weightage did not exceed 30 
years and it did not take an employee beyond the normal date of his 
superannuation. Subsequently, however, the position was liberalised and the 
weightage of five years has been given in all cases of voluntary retirement covered 
by Rule 48(l)(a) and Rule 48-A of. CCS(Pension) Rules and Rule.56(k) of the 
Fundamental Rules. The limit of 30 years was also raised to 33 years. The benefit 
of weightage is, however, not admissible in cases where a Government employee 
is retired compulsorily by the Government in public interest. 


MAJOR ISSUES AND OUR RECOMMENDATIONS 


129.6 It has been urged before the Commission that the qualifying 

service for seeking voluntary retirement should be reduced from the existing 20 
years to 15 or 10 years. Some employees have pleaded that they be permitted to 
retire after 15 years of service or on completion of 50 years of age irrespective of 
the fact that they had entered Government service before attaining the age of 35 
years. 


129.7 Similar requests had been examined by the first three Pay 

Commissions, who chose not to recommend any special provisions for early 
retirement. The existing rules which permit voluntary retirement after 20 years of 
service or on attaining 50/55 years of age already provide an opportunity to those 
w ho do not wish to continue in service. Any further reduction in the period of 
service for voluntary retirement is likely to create difficulties in the retention of 
trained manpower in Government, besides casting upon Government the liability 
to pay a life-long pension to the employee and his family after his death. Any 
employer, including the Government, expects an employee to render service for a 
reasonable period before entering into a commitment for the payment of a life-long 
pension and family pension on a liberal scale. There is also no justification for 
allowing different periods of qualifying service for seeking voluntary retirement in 
case of outstanding sportsmen, women employees. Groups A' and B’ officers or 
employees posted in remote areas as has been demanded. Taking an overall view 
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of the matter, the existing provisions providing for voluntary retirement are 
adequate and do not call for any modification. 

129.8 It has been urged that the weightage in qualifying service on 
voluntary retirement should be raised from 5 years to 10 or 15 years. Also that the 
weightage of 5 years in qualifying service may be allowed to those who sought 
voluntary retirement prior to 10.9.1983. 

129.9 The present provisions relating to voluntary retirement are 
considered to be quite reasonable and adequately compensate those desirous of 
quitting government service for whatever reasons. Any further liberalisation of 
these provisions would not appear to be justified. As regards the extension of 
weightage of 5 years in qualifying service to those who retired prior to 10.9.1983, 
benefits improving the conditions of service of government employees should 
logically be extended only prospectively from a date to be specified for the 
purpose. Under the circumstances, it would not be desirable to reopen past cases 
already decided. 

129.10 Another demand received by us is that an additional benefit m the 
form of five advance increments should be extended to those seeking voluntary 
retirement for the purpose of calculation of their pension and other benefits 

129.11 An increment is granted after an employed renders service for 12 
months. Since an employee ceases to render any service on voluntary retirement, 
the question of granting any further increments would not obviously arise. 
No change is recommended in the existing procedure 

129.12 It has been urged that Rule 10 of the CCS (Pension) Rules which 
requires a pensioner to seek the previous sanction of the Government before 
accepting any commercial employment within a period of two years of his 
superannuation should be deleted or modified slightly to provide that the request 
of an employee seeking permission to accept such employment should be decided 
before the expiiy of the notice period. This has been justified on the ground that 
the rule places unnecessary restrictions on pensioners. 

129.13 Rule 10 of the CCS (Pension) Rules would not appear to be very 
relevant in the context of the circumstances prevailing after the liberalisation of the 
economy. It could, in fact, be considered an anachronism. There is, therefore, 
much force in the argument that the existing provisions place unnecessary 
restrictions on pensioners. We, recommend deletion of Rule 10 of the CCS 
(Pension) Rules subject to other liabilities of Government employees for acts 
committed by them while in service continuing to remain in force as per the 
existing rules. It may also be clarified that if it turns out later that a 
government employee had obtained a post-retirement job from an individual 
or a company in lieu of certain undue favours extended by him during service, 
he shall be proceeded against under the Prevention of Corrpution Act and 
other legal provisions. 

129.14 It has been represented by some of the associations and employees 
that a dependant child or other dependants of an employee opting for voluntary 
retirement should be employed in government service on compassionate grounds. 
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129. 15 In this context, it would be quite appropriate to make reference to 

a decision of the Supreme Court in Auditor General of India and other Vs. Shri G. 
Anantha Rajcswara Raj, 1994 SCC(L&S) 500. In that case, the question posed for 
consideration was whether the compassionate appointment of near relations 
tantamounted to appointment on the basis of descent and was, therefore, violative 
of Article 16(2) of the Constitution. The Supreme Court held as undcr:- 

"If the appointments arc confined to the son/daughter or widow 
of the deceased Government employee who needs immediate 
appointment on grounds of immediate need of assistance in the 
event of there being no other earning member in the family to 
supplement the loss of income from the breadwinner to relieve the 
economic distress of the members of the family, it is 
unexceptionable. But in other cases, it cannot be a rule to take 
advantage of the memorandum to appoint the persons to these 
posts on the ground of compassion." 

129.16 In view of the above, no change is called for in the existing 
provisions. 

129.17 It has been urged that employees seeking voluntary retirement 
should be given the option to commute even 100% of their pension. It has also 
been suggested that such persons should be paid a lump sum amount in lieu of 
monthly pension. 

129.18 At present employees seeking voluntary retirement are treated at 
par with employees retiring on superannuation and are allowed to commute up to 
one-third of their pension. The facility of commutation of one's entire pension 
which was available to employees permanently absorbed in public sector 
undertakings and autonomous bodies has been withdrawn w.e. f. 31.3.1995. Pension 
is primarily intended to provide a regular income to an employee after his 
retirement. It also ensures that he leads an independent life without having to rely 
on others for support and sustenance. This has been rendered even more necessary 
after the breakdown of the joint family system. Commutation of the entire pension 
would not meet the desired objectives. On the contrary, it is not unlikely that the 
lump sum amount received in lieu of pension may be frittered away in speculative 
ventures to the detriment of a pensioner's interests. Having regard to all relevant 
factors, we recommend that the employees seeking voluntary retirement should 
be allowed to commute pension upto the same percentage as is allowed to 
employees on superannuation. 


GOLDEN HANDSHAKE SCHEME 


129.19 While any further liberalisation of the existing scheme of 

voluntary retirement as contained in Rule 48-A of the CCS (Pension) Rules is not 
considered justified, it is felt that a more attractive "golden handshake scheme" 
needs to be formulated in respect of employees who are identified as being 
surplus to requirements in the context of right-sizing the machinery of 
Government. At present employees who are declared surplus are given a 
weightage of five years' service under Rule 29 of the CCS (Pension) Rules, 
provided they had rendered a service of not less than 15 years. With a view to 
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protecting the interests of an employee declared to be surplus due to abolition of 
posts or reduction in establishment, the provisions of Rule 29 of the Pension Rules 
need to be revised. The following guidelines arc proposed to be incorporated in 
Rule 29 of the Pension Rules in substitution of the existing provisions. Some of the 
suggestions contained here have been taken from the Report of M/s Noble & 
Hewitt, our consultants on the subject. 

129.20 A Government servant who is declared surplus to the 
establishment in which he is serving shall be entitled to an addition of five years 
to the qualifying service rendered by him provided that the qualifying service 
rendered by him is not less than 15 years on the date on which he exercises an 
option to retire and the qualifying length of service after taking into account the 
aforesaid addition is not more than the service he could have rendered had he 
retired on the date of his normal superannuation, and the option to retire is 
exercised and is communicated to the authority competent to sanction pension 
within the period specified by the competent authority. 

129.21 With a view to effecting an across-the-board reduction in the staff 
strength to the extent specified by the Commission in its recommendations on 
reducing the size of the government machinery, a special task force consisting of 
senior officers not below the rank of Joint Secretary may be constituted under the 
Secretary of each administrative ministry, to identify the surplus categories of 
employees and their numbers. Every department will have to carry out this exercise 
on a continuing basis. The scheme being proposed will be applicable to persons 
within the age group of 35-50 years. The scheme shall be opened for a limited 
period of 3 months at a time, during which period options will be invited from the 
categories of staff identified as surplus. If the staff identified as surplus apply for 
voluntary retirement, they shall be relieved from service and if they do not exercise 
the option to retire in response to the scheme, action shall be taken to discharge 
them from service under the existing provisions of various Service Rules With a 
view to ensuring that only those persons are discharged from service who arc 
sought to be discharged and not others who are to be retained, the final decision to 
accept the notice of retirement would rest with the special task force. The posts 
vacated by the incumbents shall be abolished. The persons identified as 
surplus would be entitled to the following benefits:- 

a) Full commutation of pension by surrender of the right to receive 
monthly pension with an option to avail, instead, of commutation 
up to the limit prescribed for employees retiring on 
superannuation and to receive monthly pension. 

b) Ex-gratiaamount equivalent to 1.5 months emoluments (Pay+ 
DA) for each completed year of service or the remaining 
years of service left before the normal date of retirement, 
whichever is lower. The weightage allowed in qualifying service 
shall not count for the purpose of computation of ex-gratia 
amount. The employee shall be given an option to receive the 
amount of ex-gratia and retirement gratuity either in lump sum or 
in the shape of a Monthly Protection Allowance, equivalent to the 
ex-gratia, gratuity and interest thereon at the rate applicable to 
GPF accumulations, spread over 60 months This Allowance 
could help the employee to pull on during the period of transition, 


: 1760 : 



by providing him with a substantial monthly income sufficient to 
eater to his basic needs at least. 

c) Computation of pension and retirement gratuity by allowing a 
weightage of five years to the qualifying service on the date of 
relief 

d) Encashment of Earned Leave accumulated on the date of relief. 

c) Payment of accumulations in the General Provident Fund. 

0 Payment of savings element with interest in the CGEGIS. 

g) TA/DA as on transfer for self and family for settling 
anywhere in India. 

h) Exemption of pensionary benefits including ex-gratia amount 
from Income Tax and Wealth Tax. 


CONCLUSION 


129.22 It is our firm belief that Government can, by a judicious mix of the 

normal Voluntary Retirement Scheme and the special Golden Handshake Scheme 
be able to achieve it,s objective of rightsizing (he Government machinery within a 
reasonable time-frame. 




130 
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INTRODUCTION 


130.1 One of our terms of reference relates to an examination of the 

existing pension structure for Central Government employees, including death- 
cum-retirement benefits, having regard, among other relevant factors, to the 
prevailing pay structure and retirement benefits available in other sectors. It was, 
therefore, necessary for us to ascertain the retirement benefits available to 
employees of the State Governments A specific questionnaire for the purpose was 
designed and sent to the State Governments. Replies were received from 21 States. 

130 2 Analysis of these responses reveals that a majority of the States 

have generally adopted the Central Government pattern for grant of pensionary' 
benefits. Like Central Government employees, those working under State 
Governments are entitled to pension and gratuity on superannuation and are 
eligible to commute their pension and encash leave. Provisions for payment of 
family pension and gratuity also exist in the event of their death. Improvements 
effected by the Central Government from time to time in the pensionary benefits 
of its employees and the changes in the Pension Rules have also been extended to 
the employees of the State Governments. There are, however, certain departures 
which are discussed in the succeeding paragraphs. 


PENSIONARY BENEFITS 


Eligibility 

criteria 


130.3 As in the Central Government, only such of the State Government 

employees as have rendered a minimum qualifying service of ten years are eligible 
to receive pension. Full pension is admissible on completion of qualifying service 
of 33 years and any service rendered in excess of 33 years is ignored, for 
computation of pensionary benefits. In Tamil Nadu, however, full pensioji is 
admissible on rendering a qualifying service of 30 years in consideration of the (fact 
that the maximum age limit for entry into government service is 28 years 
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130.4 While pension is calculated with reference to the average 
emoluments drawn during the ten months preceding superannuation by a majority 
of the States, the pay last drawn, however, forms the basis in Karnataka, Orissa, 
Tripura and West Bengal. The concept of rcckonablc emoluments for pension, 
which include only the basic pay in the Central Government, has also been adopted 
by States other than Meghalaya, Rajasthan, Tamil Nadu, West Bengal and Punjab 
where special pay and personal pay arc also included in the definition of the term 
emoluments'. 

130.5 The minimum pension presently admissible in the Central 
Govcrnnment and most of the States is Rs.375 per month; this is, however, 
restricted to Rs.300 in Orissa and Rajasthan and to Rs 370 in Andhra Pradesh. On 
the other hand, a higher minimum monthly pension has been approved by the State 
Governments of Karnataka (Rs 390), Tripura and West Bengal (Rs.400) and 
Assam (Rs 450). While there is no ceiling on pension in Andhra Pradesh, Madhya 
Pradesh, Orissa, Rajasthan, Tamil Nadu and Tripura, the ceiling ranges between 
Rs 3,000 and Rs.4,500 in other States. 

130.6 With a view to maintaining the real value of pension and family 
pension, the concept of payment of Dearness Relief is followed by the State 
Governments as at the Centre. The pension of past pensioners is also updated in 
the same way as is done in respect of Central Government pensioners. 

130.7 The State Government of Punjab grants a special allowance equal 
to 5 per cent and 10 per cent of the basic pension to its pensioners and family 
pensioners on their attaining the age of 70 and 80 years respectively to compensate 
them for the higher expenses attendant with old age. No Dearness Relief is, 
however, payable on the special allowance. 

130.8 Provisions relating to commutation of pension are similar in the 
Central and State Governments and the commutation table in force in the Central 
Government has also been adopted for the purpose by the States. However, the 
Government of Tamil Nadu permits its employees to commute their pension on 
more than one occasion whenever this is increased or revised. While most of State 
Governments permit restoration of the commuted portion of pension on expiry of 
a period of 15 years, the State Governments of Kerala, Madhya Pradesh and Orissa 
permit this after 12 years. On the other hand, restoration is permitted after 14 years 
in Arunachal Pradesh and Assam. In Punjab, restoration on expiry of 12 years is 
applicable only in those cases where the pension is commuted before one attains 
the age of 59 years. If this is done between the ages of 59 and 65 years or between 
65 and 70 years, restoration takes place on expiry of a period of twelve months and 
nine months respectively after the entire lumpsum amount paid as the commuted 
value is adjusted by means of drawal of a reduced pension. Pensioners in 
Karnataka who retired prior to July 1,1986 are entitled to the restoration of their full 
pension on the expiry of 14 years or on their attaining 70 years of age. The position 
is somewhat similar in Rajasthan except that restoration in all cases is permissible 
on completion of 14 years or on the employee attaining the age of 70 years, 
whichever is later. The Haryana Government permits restoration on the employee 
attaining the age of 70 years or when the entire amount commuted is recovered 
along with notional interest thereon, whichever is later. In Himachal Pradesh, on 
the other hand, restoration is permissible after the lapse of 138 months or on 
attainment of 70 years of age, whichever is later. 
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Deviations from 
Central Scheme 


GRATUITY 


130.9 State Governments also pay retirement gratuity to their employees 

who retire voluntarily or superannuate on attaining the age of compulsory 
retirement, service gratuity to those who superannuate after having rendered less 
than 10 years of sendee and death gratuity to the families of those employees who 
die in harness. The eligibility conditions governing these benefits, their quantum 
and method of their computation arc similar to those applicable to Central 
Government employees. While the ceiling on gratuity/dcath gratuity was enhanced 
to Rs 2.5 lakhs by Government with effect from April 1,1995 in pursuance of the 
recommendation contained in our Second Interim Report (May 1995), the earlier 
ceiling of Rupees one lakh continues to be applicable in many States other than the 


Andhra Pradesh 

15 times the emoluments, subject to an 
overall ceiling of Rs 60,000. 

Assam and Meghalaya 

Rs 72,000 

Kerala 

Rs 80,000 

Rajasthan and West 
Bengal 

Rs 85,000 

Sikkim 

Rs 65,000 



FAMILY PENSION 


130.10 Most of the State Governments have generally adopted the Central 

Family Pension Scheme. However, while the rates of family pension in Central 
Government vary with reference to three distinct pay ranges, employees of the 
Governments of Andhra Pradesh and Tamil Nadu are entitled to family pension at 
a uniform rate of 30 oer cent of the pav. The slab svstem is consequently not in 
force in these two States. The rates of Family Pension are also somewhat different 
in Punjab for the same pay ranges as in the Central Government and are 40 per 
cent, 30 per cent and 20 per cent of the pav respectively for the three pav ranges 
A maximum family pension of Rs 1,500 is also admissible as against the ceiling of 
Rs 1,250 prescribed by the Central Government. The minimum and maximum 
family pension admissible in different States also vary and are as follows: 

State Government 

Family Pension Entitlement 

Minimum Maximum 



Rs 

Rs 

Assam 

450 

900 

Haryana 

300 


Karnataka 

390 

1,250 

Orissa 

300 

715 
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Rajasthan 
Sikkim 
West Bengal 


300 

325 

400 


750 

1,000 

1.000 


Medical 

facilities 


Ex-gratia 

payments 


Travel 

concessions 


State Government employees in Rajasthan and Tamil Nadu arc eligible for family 
pension on completion of not less than a year's qualifying service, whereas a 
minimum service of not less than three years is necessary in Sikkim Apart from 
die spouse, minor sons up to 18 years of age and unmarried daughters up to 21 years 
of age arc eligible for family pension in Assam and Meghalaya. In Rajasthan, 
however, only minor sons and unmarried minor daughters arc eligible. 


OTHER BENEFITS 


130.11 There is a considerable variation in medical and other benefits 
admissible to pensioners of different State Governments. In Kerala, pensioners 
above 65 years are entitled to a monthly medical allowance of Rs 25, while all 
pensioners in Jammu & Kashmir and Meghalaya receive an allowance of Rs50 and 
Rs200 per month respectively. The Tamil Nadu Government also pays a monthly 
medical allowance of Rs 50 to its pensioners. 

130.12 Employees of West Bengal Government who retired prior to 
September 30,1993 as well as those who retired or died between October 1,1993 
and December 31,1993 and were not eligible to receive ad hoc bonus arc paid an 
annual ex gratia grant of Rs.400. Ex gratia payment of Rs.100 is also paid by the 
Tamil Nadu Government tq its pensioners. Besides, pensioners in the State arc 
also entitled annually to a festival advance equal to their monthly pension or 
Rs.500, whichever is lower. 

130.13 Pensioners in Punjab receive, once in a block of two years, a 
month's basic pension as a grant to meet expenditure on travel. This is in lieu of 
the Leave Travel Concession admissible to serving employees. 

130.14 It would be observed that retired employees in certain States have 
an edge over their counterparts in the Central Government in certain respects, while 
they are less favourably placed in certain others. Quite naturally, in urging the 
extension of additional benefits and facilities, associations representing Central 
Government pensioners have drawn our attention to the more favourable aspects 
of the retirement benefits admissible to employees of State Governments. We have 
given due consideration to the position prevailing in different States in formulating 
our recommendations on the package of benefits for Central Government 
pensioners 

130.15 Based on available information presented by the Department of 
Pension and Pensioners' Welfare at the Chief Ministers' Conference on Pension 
Administration (November 1995), statistical data on pensioners and family 
pensioners in different States and expenditure on pensions during 1990-95 have 
been presented in Annexe 130.1. 

130.16 Our information on State Governments being based on their 
replies to questionnaires, which were received quite some time back, some of the 
data could be out of date. 
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ANNEXE - 130.1 
(REFER PARA L30.L5) 

STATEMENT OF STATE GOVERNMENT PENSIONERS (INCLUDING FAMILY PENSIONERS) 

IN THE LAST FIVE YEARS AND EXPENDITURE INCURRED ON PAYMENT OF PENSION 




NUMBER OPI 

PENSIONERS (IN 

LAKHS) 



TOTAL EXPENDITURE 

(In Crores of 

Rupees) 

Name ot“ the 

Government 

31 . 03.90 

31 . 03 . 9 ! 

31 . 03.92 

31 . 03.93 

31 . 03.94 

1990 - 9 ! 

1991-92 

1992-93 

1993-94 

1994-95 

Andhra Pradesh 

1.91 

2.05 

2.30 

2.51 

2.59 

304.16 

391.18 

4234.11 

510.10 

563 S 

Assam 




0.65 

0.89 

49.35 

83.32 


71.20 

91 ft 

Bihar 





1.75 





Not 

reported 

2569 

Gujarat 

1.25 

1 34 

1.50 

1.60 

1.66 

182.37 

206.35 

288.55 

262.08 

Haryana 





.84 

70.39 

83.52 

106 . 9 a 

119.65 

1316 

Himachal Pradesh 





.30 





830 

Jammu & Kashmir 

0.49 

0.52 

0.55 

0.60 

0.64 

34.62 

53.86 

56.96 

77.65 

775 

Kerala 

1.63 

1.80 

2.00 

2.24 

2.41 

293.13 

338.95 

371.86 

437.56 

5505 

Karnataka 

2.24 

2.37 

2.50 

2.66 

2.77 

232.30 

239.65 

247.60 

315.48 

3483 

Madhya Pradesh 

1.35 

145 

1.57 

1.67 

1.67 

165.22 

203.97 

253.91 

309.00 

333 B 

Maharashtra 

3.11 

3.23 

3.36 

3.48 

3.64 

176.34 

203.43 

276.57 

361.77 

444 * 

Orissa 

0.85 

0.89 

0.96 

1.02 

1.08 

52.35 

66.40 

81.11 

88.58 

1073 

Punjab 





.71 




107.60 


Rajasthan 

0.83 

1.35 

1.46 

1.56 

1.65 

96.02 

118.90 


172.00 

1840 

Tamil Nadu 

2.02 

2.08 

2.26 

2.22 

2.62 

370.29 

460.18 

548.98 

637.30 

6995 

West Bengal 





LOO 

184.42 

217.98 

252.97 

170.40 

2360 

Uttar Pradesh 





130.26 

175.67 

226.51 

411.35 

354,50 
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131 


TRietviemertt ‘SettcfjCfo ia the “PuMic 

Sector 


INTRODUCTION 


131.1 Although a comparison with Public Sector Undertakings (PSUs) 

has not been specifically mentioned in our Terms'of Reference, \vc thought it 
proper to collect information not only from PSUs but also from financial 
institutions and insurance corporations. A questionaire was sent to the various 
organisations and we received information from 63 of them 


CONTRIBUTORY PROVIDENT FUND 


131.2 On analysis of the information, it was noticed that employees in 

PSUs are mostly governed by the Employees Provident Funds and Miscellaneous 
Provisions Act, 1952 (Act 19 of 1952), as amended from time to time which 
provides for institution of compulsory provident fund, family pension fund and 
deposit-linked insurance fund for the benefit of employees in factories and other 
establishments employing twenty or more persons. The Employees' Provident 
Fund scheme framed under the provisions of this Act stipulates that a contribution 
varying from 8.33 per cent to 10 per cent of the monthly salary (basic wages plus 
dearness allowance) together with a matching contribution from the employer shall 
be deposited in a public fund to be operated by the Central Government. The rates 
of contribution to Contributory Provident Fund (CPF) by both employees and 
employers are either 8.33 per cent or 10 per cent of the monthly salary. The 
accumulations in the CPF earn interest @ 12 per cent per annum 


RETIREMENT BENEFITS 


1313 The retirement benefits available to the employees of PSUs are 

mostly in the form of employer's contribution to the provident fund, gratuity and 
leave encashment. An Employees' Family Pension Scheme has also been adopted 
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Introduction of 
pension scheme 
in banks and 
Insurance 
companies 


Pension schemes 
in PSUs 


bv most of the PSUs since 1971 under the provisions of Employees' Provident 
Fund and Miscellaneous Provisions Act. This scheme is quite distinct from the 
family pension scheme applicable to Central Government employees. 

1314 There arc a few PSUs where staff originally came on 

dcputalion/transfcr from Central Government Departments and was later absorbed. 
Such absorbed employees have been permitted to retain their pensionary benefits 
These PSUs include Food Corporation oflndia, Mahanagar Telephone Nigam Ltd , 
Hindustan Petroleum Corporation Limited, Nuclear Power Corporation of India 
Limited, Central Coalfields Limited. Hindustan Salts Limited, etc 

131.5 A few PSUs such as Madras Fertilisers Limited, Indian Oil 
Corporation, Hindustan Petroleum Corporation, Gujarat State Fertilisers Company 
Limited have limited superannuation benefit fund schemes which are managed out 
of employees' contributions. 

131.6 The gratuity schemes in PSUs are framed under the Payment of 
Gratuity Act, 1972, as amended from time to time. Gratuity is payable on 
completion of five years' service on (a) superannuation (b) retirement (c) 
resignation and (d) death while in service. It is calculated at the rate of fifteen days' 
wages for the last month for every year of service or a part thereof in excess of six 
months. A month is treated as consisting of 26 days. The maximum gratuity 
payable is limited to 20 months' salary (basic pay plus dearness allowance). 
However, in the event of death while in service, the condition of five years' service 
for eligibility docs not apply. The method of calculation of death gratuity, rates of 
death gratuity and the ceiling on death gratuity are the same as for Central 
Government employees. A few PSUs follow the Central Government pattern for 
payment of gratuity where the amount of gratuity is restricted to 16-1/2 months' 
salary. These PSUs are. Bharat Electronics Ltd., Cement Corporation of India, 
Engineers India Ltd., Indian Railway Construction Company, Indian Telephone 
Industries Ltd., Mazagon Dock Limited, Mica Trading Corporation of India Ltd., 
etc. An overall ceiling of Rs. one lakh is being observed on the payment of 
gratuity by all the PSUs. 


PENSIONS 


131.7 On the basis of a settlement signed by the Indian Banks' 
Association and the All India Workmen's Unions on 29.10.1993, a pension 
scheme, as a second rctiral benefit, in lieu of contributory provident fund was 
introduced with effect from 1.11.1993. The scheme was compulsory for employees 
who joined service of a bank on or after 1.11.1993 and optional for those who were 
in service of a bank as on 31.10.1993. The pension scheme is patterned on the 
scheme applicable to Central Government employees. A similar scheme has also 
been introduced with effect from 1.11.93 for employees in the Insurance Sector. 

131.8 The Delhi Transport Corporation has introduced a pension scheme 
for its employees. Mahanagar Telephone Nigam Limited has also adopted the 
pension scheme as available to Central Government employees, because 99% of 
its employees are reported to be on deputation from the Department of 
Telecommunications. For the employees recruited directly, benefits of CPF have 
been extended. The Air India has introduced a superannuation pension scheme for 
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its full-time regular employees on Indian pav-roli as on l 4.1994. To be eligible for 
pension, a minimum of continuous fifteen years' service is required Pension is 
calculated on salary last drawn consisting of basic pay, dearness allowance and 
personal pay. For the existing employees, pension is payable f d, 40% of salary' last 
drawn for the first ten years which is stepped up by 0.5% for each completed year 
of sen ice subject to a maximum of 50% of salary'. For the new employees, pension 
shall be payable @ 1 .25% for each year of service sub ject to maximum of 50% of 
salary No dearness relief is payable on pension. No other PSU has introduced a 
pension scheme as per information received by the Commission 

131.9 The Employees’ Provident Fund Scheme lacked survivorship 
coverage on death of the member or providing required support in the unfortunate 
event of his becoming invalid. To meet this objective partially, the Employees’ 
Family Pension Scheme, 1971 (EFP) was added to the provident fund According 
to the scheme, from and out of contributions payable by the employer and the 
employee to the CPF, a part representing l-l/6lh per cent of the employee’s pay 
(basic plus DA) along with an equivalent amount from and out of employer’s 
contribution was remitted to the Family Pension Fund (FPF) account maintained 
as a public account by the Central Government. The Central Government also 
contributed @ 1-1 /6th per cent of the pay of the members of the fund to this 
account The family pension scheme provided for coverage of widow pension and 
in the event of death or remarriage of the widow, such pension passed on to the 
eldest minor children. The need for pensionary support for the member during his 
old age and to the family upon his death, other than while in service, remained 
unfulfilled. 

131.10 With a view to bridging the aforesaid gap for the workers in 
industrial and commercial sectors, an Employees’ Pension Scheme has been 
introduced by the Government with effect from 16.11.1995. The scheme has been 
designed to provide old-age benefit to the member and survivorship coverage to the 
family upon his death. No separate contribution is payable additionally for this 
pension scheme. It operates in an integrated manner with the EPF Scheme and 
derives its finance by way of diversion from EPF Contribution besides the Central 
Government's contributions. The new pension scheme is an enlargement of the 
erstwhile family pension scheme, 1971 which stands merged with the new scheme 
on its introduction. The benefit and entitlements under the old scheme have been 
secured and will be continued to be payable under the new scheme 

131.11 The Employees' Pension Scheme, 1995 (EPS) is compulsory for 
all members of the existing Family Pension Scheme, 1971 and who become 
subscribers of provident fund scheme from 16.11.1995 onwards It is optional for 
those Provident Fund members who are not members of the Family Pension 
Scheme, 1971 and those Family Pension Fund members who retired between 
1.4.1993 and 15 11.1995. 

131.12 8.33 per cent of wages out of employer's share have been diverted 
to the Pension Fund with effect from 16.11.1995. Balance or 1.67% (if rate of 
contribution is 10%) of employer's share remains in the Provident Fund Entire 
employer's share up to 15.11.1995 also gets deposited in the Provident Fund 
account of the subscriber. 
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131.13 A minimum of 10 years’ service (one month in ease of total 

disablement and death) is essential for eligibility to pension. 

13114 Supcrannuation/rctircmcnt pension is payable on completing a 

minimum 10 years.of service and attaining the age of 58 years. Pension can be 
availed of by the member at Ins option before attaining the age of 58 years but not 
below 50 years Such early pension is subjected to a reduction factor of 3% per 
year On leaving employment befbre ten years’ pensionable service, the member 
has the option to retain the membership until attaining the age of 58 years and 
enlarge Ins entitlement with subsequent employment if any, or quit the scheme by 
availing withdrawal benefit. If the member retains the membership, he remains 
covered for death risk throughout, thereby providing assured family pension 
coverage without incurring any extra cost. 

131.15 Superannuation pension (d) 50% of average salary (basic plus DA) 
during die last 12 months is payable for 33 years of service. I f service is more than 
33 years, pension shall be increased and can go up to 60%. Pension is calculated 
at the rate of l/70th of pensionable salary for each year of service. 

131.16 If the age of the member is 48 years and above but below 53 years 
or .53 years and above as on 16.11 1995, minimum pension for 24 years of past 
service shall be Rs.600 p.m. or RLs.500 p.m. respectively. If the past serv ice is 
less than 24 years, pension shall be reduced proportionately but it shall be not less 
than Rs.325 and Rs.265 p m. respectively. For service beyond 16.114995, pension 
shall be calculated r a 1 /70th of pensionable salary for each year of service. 

131.17 Full pension is payable as per formula, according to pensionable 
salary and serv ice, subject to a minimum of Rs.250 per month even if the employee 
has paid only one month’s contribution. 

131.18 Pension is payable to the widow and children in the event of death 
of the member in service or after leaving serv ice or after his death while drawing 
pension In ease of death while in service, the pension payable will be equal to 
admissible pension as if the member had retired on the day of death or Rs.450 or 
the amount w orked out according to a table, whichever is more. In ease of death 
after date of exit but before attaining the age of 58 years, it is equal to admissible 
pension which would have accrued if the member had retired on the date of exit or 
Rs.250 p m or the amount worked out according to a table, whichever is more. 
In case of death after superannuation, it would be 50% of the member’s pension 
subject to a minimum of Rs.250 p.m. 

131.19 Orphan pension is payable equal to 25% of vvidovvAvidower 
pension, subject to a minimum of Rs. 115 p.m., until the children attain the age of 
25 years, for a maximum of two children. If the deceased member is not survived 
by a widow but is survived by children, orphan pension shall be 75% of widow’s 
pension subject to a minimum of Rs. 170 p.m. It is available for a maximum of two 
orphans and runs from the oldest to the youngest. 
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13121 Pension can be commuted up to enc-lhird of pension after three 

years from the introduction of the scheme, i c from 16.11 199X 

131 22 Provision has been made for increase in the benefits every year 

after valuation of the Pension Fund 

131 23 If a pensioner opts for 10% less pension during life-time or opts 

for 12.5% less pension for a fixed period of 20 years, 100 times the original 
pension is payable at death in the first ease and whether a member lives or dies, 
after 20 years, in the second ease 


OTHER RETIREMENT BENEFITS 


131 24 An Employees* Deposit-linked Insurance Scheme was introduced 

in 1976 to provide insurance cover to the w orkers in the unfortunate event of death 
of the worker. The scheme provides additional social security benefits equal to the 
average balance in provident fund account of the deceased employees up to a 
maximum of Rs.35.000. 

131 25 A few PSUs have extended post-retirement medical facilities on 

a contributory basis. 

131 26 Most of the PSUs allow their retiring employees to settle 

anywhere in India by allowing reimbursement of fare as per entitlement. Except 
this, no travel facilities arc provided after retirement. 

13 1 .2 7 Facility of leave encashment is available to the employees in PSUs 

on the same scale as is permitted for Central Government employees. 

131.28 Information collected in this chapter has been utilized by us for 

making a comparative analysis while deciding various issues relating to the 
retirement benefits of Central Government employees. 
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INTRODUCTION 


132.1 In most of the countries, public son ants are subject to a special 

scheme of social security/ protection against old age. disability and death and such 
a scheme generally differs from other social security schemes meant for the general 
population or for other workers. Both in developed and developing countries, 
public authorities have generally tended to provide a preferential scheme for 
government employees. In some developing countries, public servants arc still the 
only categories of workers who draw pensions, while other workers cither avail 
themselves of accumulated compulsory savings in a National Provident Fund or 
have no protection whatsoever. Entitlements to pensionary benefits arc often 
recognised as one of the conditions of service of public servants and these benefits 
arc generally paid in full from the public exchequer. In certain cases, where public 
servants have to pay a contribution, the benefits arc comparatively higher. 


DETAILS OF RETIREMENT BENEFITS 


132 2 Entitlement to pension in case of public servants is dependent on 

a prescribed age and on certain length of serv ice. The age of superannuation for 
pensionary purposes ranges from 50 to 70 years. In some countries, pension is also 
due after a certain length of service, which usually ranges between 30 and 35 years. 
The minimum period of sen ice which entitles one to pension varies between 10 
and 15 years. 

132.3 Pension in most countries is in the form of a periodical payment 

based on the average salary in the last year or last 3 to 5 years or on the highest 
salary achieved in one's career. Generally, the quantum of pension is fixed as a 
percentage of the reference salary. The basic rate in such cases is stipulated for a 
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specified number of years and il is increased by I or 2 per cent of the reference 
salary for every additional year of service beyond the specified number of years. 
In certain cases, a fixed percentage of the reference salary is paid for every year of 
service Some countries use a weighted pension formula, in which the lowest paid 
public employees receive a higher percentage of their previous salary than their 
better paid counterparts. Most schemes also contain provisions limiting the 
amount of pension. In many cases, this is done by subjecting the reference salary 
to a ceiling Some countries have also introduced a minimum pension. 

132.4 Details about age of retirement, maximum pension, rate of 

contribution as percentage of salary by the individual, and the government as 
prevalent in some countries, arc given in the following Table. This has been 
prepared on the basis of information contained in Report-Ill of the Joint Committee 
on the Public Sendee of the International Labour Organisation (Fourth Session, 
Geneva, 1988) on social security. 


PENSION SCHEMES IN OTHER COUNTRIES 



Age of 
retire¬ 
ment 

Maximum 

pension 

Contribution rate as 
%age of salary 

Individual Government 

Bangladesh 

57 

60% 

0% 

Total cost. 

Belgium 

65 

67% 

- 

Total cost 

Canada 

65 

70% 

6. 5%(normal) 6.5%(normal) 




+ 1% (for 

+ 1% (for 




supplementary supplement- 




benefits) 

ary benefits) 

France 

65 

75-80% 

6% 

Remainder 

Germany 

65 

75% 

0% 

Total cost 

India 

58 

50% 

0% 

Total cost 

Indonesia 

55 

75% 

4.75% 

Remainder 

Malaysia 

55 

50% 

0% 

Total cost 

Mexico 

55 

95% 

6% 

6% 

Morocco 

65 

100% 

7% 

0% 

Myanmar 

60 

60% 

0% 

Total cost 

Pakistan 

60 

70% 

0% 

Total cost 

Sri Lanka 

55 

80-90% 

4% 

Remainder 

Sweden 

65 

65% 

9.45% 

25% 


(employer) 



UK. 

65 

50% 

9% 

13% 




(individual) 




+ 10.5%(employer) 

USA. 

62 

40% 

7% 

6.06% 


132.5 In almost all countries, the pension schemes also entitle public 

servants to an Invalidity benefit, even if the disability is not attributable to the 
performance of duties. Similarly, survivor's benefit in case of death of an 
employee or pensioner is also provided. In many countries, a survivor's pension 
is also payable to a dependent widower The quantum of widow or widower's 
pension is less than 50 and 60 per cent of the amount of the deceased person's 
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pension. Pension schemes also provide for orphan's pension and it is normally paid 
until lltc children come of age However, in many eases, a higher age limit is hxed 
for such pensions in eases where an orphan is undergoing scholastic or vocational 
training. 


FINANCING OF PENSION SCHEMES 


132 f> In a comparatively large number of countries, the Pension 

Schemes for public servants are unfunded i.c based on the pay-as-you-go 
principle (PAYG). Under this principle, workers today pay pensions to retirees 
expecting that their pension will be paid by future workers. The main source of 
financing is. therefore, the government and payment is made out of its current 
budget Thus, there is no saving or contribution from the current budget to pay 
future pensions. 

132.7 In a funded scheme, a stock of capital accumulates to pay the 
future obligations, so that the aggregate contribution plus investment returns arc 
sufficient at any time to cover the present value of the entire Stream of future 
obligations. The current generation of workers supports itself through wages and 
saves part of its output for support after retirement. 

132.8 Increased system dependency rates i.c. the ratio of number of 
pensioners to the number of workers, have pul pressure on the viability of PAYG 
schemes As such, rapid increase in this rate has caused pressure on public pension 
systems, resulting in a situation where most of countries of Eastern Europe and 
South America have made their pension plans more sustainable by converting 
part of the pension obligation into a funded contributory scheme. Current 
regulations in most of the OECD countries, e g. Australia, Austria, France, 
Germany, Italy, Japan, Sweden, UK, etc require that the occupational pension 
plans be fully funded. In case of U S A., the Public Employees Retirement Systems 
(PERS), which manage such funded pension schemes have become powerful 
financial institutions, and there arc approximately 2,400 public pension schemes 
covering around 10 million full-time employees and 3 million pension 
beneficiaries. Large funds have accumulated under occupational pension plans 
amounting to 133% of GDP in Switzerland, 117% in Nctherland, 105% in UK and 
72% in USA. In Chile, which represents an example of successful pension reform, 
the funded pension schemes arc government-mandated but are privately managed 
by specialised fund management companies. The funds have accumulated 
resources which arc equal to 30% of GDP and achieved a real rate of return of 13% 
per annum 

132.9 Pure public pay-as-you-go systems or private funded pension 
systems can be thought of as being at the opposite ends of a spectrum of pension 
types and many' countries operate some sort of a hybrid system. Many pay-as-you- 
go public pension schemes combine earning-related pensions with a provision for 
a minimum pension. The concept of minimum pension is seen as a part of poverty 
prevention after retirement, while providing scope for a degree of income 
replacement relative to worker's former earnings. Since poverty prevention is seen 
as a government function, there is no provision for minimum pension in ease of 
private funded pension schemes. However, public funded pension systerris, as in 
case of Chile, do provide minimum pension entitlements for contributors w hose 
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own capital funds arc insufficient to purchase a minimum pension annually. This, 
however, involves a charge on government revenue, as well. 


OTHER MATTERS 


132.10 Public service pension schemes arc well coordinated, so as to 
ensure that in case of mobility of a public servant from one organisation to another, 
his pensionary rights arc also transferred. Such coordination is ensured even where 
the transfer is to a private occupational scheme. Thus a sum corresponding to the 
actuarial value of the rights of a public servant in a scheme is transferred to another 
scheme to which a worker is admitted. In Canada, such facility is ensured between 
the Federal Public Service Pension Scheme and Private Occupational Schemes with 
which transfer agreements have been concluded. In case of Switzerland* this 
relationship has been established between public service pension schemes and 
private occupational schemes, which have all had to conform to the requirements 
of Occupational Pension Act, 1982. 

132.11 In many countries, old-age, invalidity and survivors' benefits are 
either indexed to variations in current salaries for public servants in the same 
grade, or periodically adjusted to variations in the cost-of-living index. 

132.12 The Commission tried to collect data from 26 important countries 
through our missions abroad. A summary of the information relating to retirement 
benefits available to Government employees in 10 countries has been tabulated at 
Annexe 132.1 
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Cquptry 

Average 
afce of 
super¬ 
annuation 

Quantum of 
pension as 

X of last 
pay drawn 

Pension 
out of 
Fund or 
Fund 

paid Relief 

Pension to 

Public Pensioners 
Against 
inflation 

Terminal benefits 
payable on super¬ 
annuation 

Quantum 
of f amity 
pension as 

X of last 
pay drawn 

Medical 
facilities 
to retired 
employees 

Schemes of 
Voluntary 
retirement/ 
golden hand¬ 
shake and 
experience 

t. 

2. 

3. 

4. 


5. 

6. 

7. 

8. 

9. 

i. Australia 

65 years 
(maximum) 

• 55 years 
(minimum) 

Lump sum 
benef it 
(part or 
full) 

divided by 
a conversion 
f actor 
defined by 
age at 
retirement. 

Not available 

Not 

provided 

Benefits payable as 
lumpsums, however, 
it can be exchanged 
partly or entirely 
for an indexed 

Pension Benefit 
consists of & member 
component, productiv¬ 
ity component and an 
employer financed 

Amount as a 

X of employe 
pension 
entitlement: - 

Spouse 67X 
Spouse it one 
Child 78X 
Spouse k two 
Children 89X 

Not 

Avail¬ 

able 

Not available 


component ** Spouse And 3 

or more chil¬ 
dren 100X 


2. Canada No fixed S ot on the 

Age basis of 

last pay 
drawn 

employees 
basic to 
each of the 
sui^y i ving 
child of 
under 8 years 
(maximum of 
four child) 


N.A. 

Pension linked 

Pension 

SOX of N.A. 

Yes 


to CPI 


employees 
basic pension 
to spouse; 

10X of 



3. Franck N.A. 50% of Pension fund 

the averAge 
salary of 
11 best 
career 
yeAra of 
an individual 


Pension, supplementary N.A. 
grants made in the 
case of insufficient 
pension 


N.A. Early retlremen 
for those above 
GO years of age 


Swede)* 


65 years N.A. Out of public Pensioners Only Pension 

fund 'protected 

against 
inflation 


No family 
pension 


Full 
medical 
benefits 


Does not 
exist 
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Countqy 

Average 
age of 
super¬ 
annuation 

Quantua of 
pension as 
X of last 
pay drawn 

Pension paid 
out of Pension 
Fund or Public 
Fund 

Relief 

to 

Pensioners 

against 

inflation 

Terminal benefits 
payable on super¬ 
annuation 

Quantua 
of faaily 
pension as 
X of last 
pay drawn 

Medical 
faciiities 
to retired 
employees 

Schemes of 
Voluntary 
retiresent/ 
golden hand¬ 
shake and 
experience 

1. 

2. 

3. 

4. 

5. 

6. 

7. 

ft. 

9. 

5 • Cmna 

55 years 
(woaen) 

60 years 
(aen) 

75 to 100X 
of last pay 
drawn 

out of public 
Fund 

N, A. 

Pension 

N. A. 

Full 

aedical 

cover 

VRS includes 
full pension, 
retaining, soft 
loans etc. 

C- WoiKkong 

60 years 

1/675 for 
each month 
of pensio¬ 
nable 

service is 
taken as 
pensionable 
factor. 
Maximum 

No, paid 
froa general 
revenue. 

Pension linked 
to average 
of CPI 

Annual 

Pension 

Widows and 

orphans 

pension 

scheme, and 

spouses 

and childrer 

pension 

scheme 

exist. 

N. A. 

i 

VRS applicable 
for employees 
between the ages 
of 45 years and 
54 yeArs. 


Pension is 

2/3rd of the 

highest 

pensionable 

eaoluaents 

drawn 

during the 
service. 


7 Indonesia 

56 years N.A. 

Out of 

Indirectly 

Pension, Jump sum 

on the bftsis 

Medicare 

No VRS 

1 in general) 

60 years 
(.IS A above) 

65 years 
(Judges etc.) 

social 

Insurance 

(nension) 

Plans 

linked to 
cost of 
living 
index 

payment, medical 
facilities 

of formula 

f aci lit Us 
provided 


■ft. 7*pan 

60 years N.A. 

to 65 years 

Partly 
out of 
pension 
fund 

Pension 
indexed to 
CPI 

Retirement Allowance 
and pension 

Not 

applicable 
(fixed sum 
p.a. paid 
as SBP) 

Medical 
facilities 
available 
s.t certain 
conditions 

N.A. 

9. faaUysU 

55 years Maximua 

limit 501 
of 1 ast" . , 

pay drawn 

Out of 

Public Fund 

N.A. 

GrAtuity And 

Pension 

N.A. 

Free 
medics 1 
f ac i 14r*4*e 
providea‘ 

VRS includes 
golden hAnd 


!0. Sr* lar^t f.n vesrs RO to 90X S'.A. Pensioners . Pension only Widow A JfoT provided 

of last pay not ppdfcefctiqd Orphan's 

drawn against pension 

inflation 
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Country Average 

Quantum of 

Pension paid 

Relief 

Terminal benefits 

Quantum 

Medical 

Schemes of 

age of 

pension as 

out of Pension 

to 

payable on super¬ 

of family 

fuellities 

Voluntary 

super¬ 

X of last 

Fund or Public 

Pensioners 

annuation 

Pension as 

to retired 

retirement/ 

annuation 

pay drawn 

Fund 

against 

inflation 


X of last 
pay drawn 

employees 

golden hand¬ 
shake and 
experience 


l. 2. 3. 4. 5, 


M Thai Uqd 60 years on the Out of public N.A. 

basis of fund 
formula 


U India 53 years SOX of last out of Pension 

(in gerier- ten months' consoli- linked 

al) average dated fund to AICPI 

60 years* basic pay 
(class IV) 


Cpc/.it atistical Unit 

Source: Data collected by the Fifth Central Pay Commission. 


6 . 


7. 8. 9* 


Pension 


Gratuity, Leave 
salary, commutation 
payable as one time 
payment. Pension 
payable on monthly 
basis. 


30 times Full 

of last medical 

pay drawn cover 
as one time 
payment upon 
the death of 
employee 


VRS after 
25 years 
of complete 
service 


On the basis C.G.H.S. VRS after 
of Formula facility 20 years 

of qualifying 
service. No 
scheme of 
golden hand- 
shake. 


* Monthly Pension = Last pay drawn X Years of service/50 
SBP = Survivors Basic Pension 


S Death before retirement, FP = 1.35 X Annual gross salary last drawn X Nos. of years of service 
Death after retirement, FP = 0.9375 X Annual gross salary last drawn X Nos. of years of service 


** Member component is the contributions paid by the employees plus interest 
thereon. Productivity component is the fortnightly superannuation productivity 
contribution made by the employer plus interest thereon. 

Employer financed component is a defined amount, the size of which depends 

on a number of factors including the length of membership, salary and rate of contribution. 


I - 77 % 
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past 


INTRODUCTION 


133.1 Central Government employees on retirement are entitled to 
superannuation or retiring pension, retirement gratuity, encashment of earned leave 
and the facility to commute upto one-third of their pension. The significant 
features of retiring or superannuation pension are that it is non-contributory and is 
subject to future good conduct of the pensioner. Pension can also be withheld under 
certain circumstances. Employees who have opted for the CPF scheme arc paid 
CPF accumulations, gratuity and cash equivalent of earned leave 

133.2 Pension is computed on the basis of length of qualifying service, 
rcckonable emoluments and the pension formula. There are also orders prescribing 
a minimum and maximum pension. The rules and regulations governing the above 
aspects are contained in the Central Civil Services (Pension) Rules, 1972 (hereafter 
referred to as Pension Rules) which have been modified from time to time with a 
view to bringing about improvements in the pensionary benefits of the employees. 


QUALIFYING SERVICE 


133.3 One of the elements taken into account for computation of pension 
is the length of qualifying service rendered by an employee. It is reckoned from the 
date a government servant assumes charge of the post to which he is appointed in 
a permanent capacity. Temporary service followed by confirmation without 
interruption also qualifies for pension provided the duties and pay are regulated by 
the Central Government. 

133.4 Prior to 17.4.1950, full pension was equal to 30/60 of emoluments 
on completion of 30 years of service. From 22 4.1960, pension was computed in 
terms of completed six monthly periods of service, instead of completed years of 







Demands 


Reduction in 
period of 
qualifying service 


Minimum 
q u a lifying service 


Position of Rules 


service. Accordingly, pension was computed (u : . 1/160 of average emoluments for 
even completed six monthly period of service, subject to a maximum of 60/160 
of the av erage emoluments With clTect from 1.1.1973 maximum pension was raised 
to 66/160 of average emoluments. At present full pension is admissible on 
completion of 33 years of qualifying service 


QUALIFYING SERVICE FOR FULL PENSION 


133 5 Suggestions have been made that full pension should be allowed 

on completion of 10-30 years of service because of increase in the age of 
recruitment up to 28 years for general candidates and 33 years for reserved 
category candidates. It has also been suggested that the period of minimum 
qualifying service for eligibility to pension should be reduced to five years 

133.6 We understand that the ages of 28 and 33 years mentioned by the 
memorandists arc the upper ages up to which persons belonging to general and 
reserved categories can enter into Government service. The normal age of 
recruitment for Groups B', ‘C and D' posts continues to be between 18 and 25 
years, whereas for Group 'A', the age is between 21 and 28 years. It is not logical 
to assume the upper ages as the normal age of entry into Government service. 
However, taking into account the plight of late entrants to service, specially those 
of our brethren belonging to SCs/STs/OBCs, vve have recommended an increase 
in the age of superannuation to 60 years uniformly for all employees other than 
personnel of Central Police Organisations and defence forces. This would enable 
even those employees who join service late to render two more years of service and 
draw more pension than at present. Taking the above factors into consideration, we 
arc unable to recommend a reduction in the period of qualifying service for 
eligibility to full pension. 

133.7 We have also considered the other suggestion in the light of 
observations of the Fourth CPC that pension confers a long-term benefit on an 
employee covering the entire period of his life and should be admissible only if he 
has served the Government for a reasonably long period. The Commission did not 
favour any reduction in the requirement of 10 years' qualifying service for grant of 
pension. We also do not recommend any reduction. 


ADDITION TO QUALIFYING SERVICE 


133 8 A weightage up to a maximum of 5 years is added to qualifying 

service when an employee retires on (a) completion of 30 years’ qualifying service 
at the option of employee, (b) attaining the age of 50 years (for Groups A' and ' B') 
and 55 years (for Groups C' and D') at the option of employee, (c) completion of 
20 years' qualifying service, (d) being retrenched on account of abolition of post 
if the employee opts to retire within two months of being declared surplus provided 
he has completed 15 years' qualifying service, and (e) appointment to a service or 
post for which a post graduate research or specialised qualification or experience 
in scientific, technological or professional field is essential to which candidates of 
more than 25 years of age are normally recruited. Provisions to this effect are 
contained in Rule 48 of Pension Rules, Rule 56(k) of Fundamental Rules and Rules 
29, 30 and 38 of the Pension Rules. 
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133.9 Suggestions have been made dial diosc who arc initially appointed 
m relaxation of age should be allowed the benefit of added years of service to the 
extent of such relaxation. Also, that the benefit of added years of service be 
extended to scheduled castes, scheduled tribes, physically handicapped, blind, deaf 
and sportsmen. 

133.10 As per existing rules, there arc 27 categories to whom age 
concession is allowed for the purpose of appointment to scrviccs/posts in the 
Government of India. Age concession to 20 categories is related to previous 
government service and for that reason the question of addition to qualifying 
service docs not seem to be appropriate. In other cases, the concession has been 
extended on compassionate grounds. Keeping in view the fact that the benefit of 
added years of service is presently extended irrespective of the fact whether a 
person had obtained employment by availing himself of age concession or 
otherwise and is essentially scrvicc/post-spccific for which specific provision is 
made in the Recruitment Rules in consultation with the UPSC, grant of a 
concession based on caste, creed or language is not called for. We do not find any 
merit in the suggestion and recommend maintaining the status quo 

133.11 It has been suggested that Central Government employees who at 
the time of retirement on superannuation had rendered service oflcss than 33 years, 
may be allowed the benefit of addition to sendee the difference between 33 years 
and the actual service rendered subject to a maximum of 3 years, on the analogy of 
provisions available in Andhra Pradesh Government Pension Rules, 1960. 

133.12 The suggestion implies grant of full pension on completion of 30 
years of service. For the reasons mentioned earlier, we do not accept the 
suggestion and recommend accordingly. 

133.13 It has been urged that the benefit of five years addition to service 
should be allowed when an employee is retired prematurely, which is not a 
punishment and the denial of weightage in qualifying service amounts to inflicting 
a punishment indirectly. 

133.14 Retiring a government servant prematurely is a condition of 
service and the prerogative of the Government. Such an action is taken by the 
Government in the interest of public service when the retention of the government 
servant is considered to be undesirable. In such cases, extension of the benefit 
ofaddition to qualifying service is not called for and, in our view, amounts to 
rewarding inefficiency. We do not find any merit in the suggestion and 
recommend maintaining the status quo 

133.15 It has been suggested that professionally qualified people who join 
at the age of 40-45 years with a higher start should be allowed the benefit of 
addition to service which could either be the number of advance increments granted 
or a notional figure based on the length of service in the private sector, whichever 
is more 

133 .16 Having regard to the fact that the benefit of notional addition to 

qualifying service in case of services requiring persons with scientific, 
technological and professional qualifications is already admissible subject to 
certain conditions specified in Rule 30 of the Pension Rules, we do not find any 
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justification in relating the benefit of notional addition to qualifying service 
to the number of advance increments granted at the time of appointment or 
to the length of experience gained in the private sector and recommend 
accordingly 

13317 Personnel belonging to BSF, CRPF, 1TBP, etc who retire at the 

age of 55 s cars do not get full pensionary benefits. A weightage of three years to 
the qualifying service has been suggested. 

133.18 With our recommending an increase in the age of superannuation 
to 60 years for all Central Government employees other than personnel of CPOs 
and defence forces, the existing difference of 3 years in the age of retirement 
between Central Government employees and personnel of CPOs would widen to 
five years. We arc of the view that they need to be compensated partialis for the 
loss of pas and allosvanccs for these five years. We accordingly recommend that 
the benefit of addition to qualifying service to the extent of shortfall and up 
to a maximum of 3 years may be extended to such of the CPOs' personnel 
whose service falls short of 33 years. 

133.19 It has been urged that periods of Extra Ordinary Leave svhether 
on medical grounds or otherwise should be taken into account for pensionary' 
benefits. 

133.20 Extra Ordinary Leave (EOL) on medical certificate and svithout 
Medical Certificate taken for prosecuting higher scientific/technical studies or due 
to inability to join or rejoin duty on account of civil commotion is already treated 
as duty and counts for qualifying service. EOL for other purposes is taken by the 
employee of his own volition and we do not find any merit in the suggestion to 
treat the same as qualifying service for pension. 


COUNTING OF PAST SERVICE FOR PENSION 


133.21 Suggestions have been made that service rendered in Government 
recognised schools should be counted for computation of pensionary benefits. 
Another suggestion made relates to counting of sendee rendered by scientific 
officers, doctors and others in institutions, run by voluntary organisations or local 
bodies. It has also been suggested that service rendered as Railway apprentice 
prior to 15.8.1947 be counted in respect of officers who retired prior to 22 .12 .1983 
on the ground that such service has been counted in respect of officers who retired 
after 22.12.1983. 

133.22 Counting of pastjservice rendered in recognised schools, colleges, 
local bodies and charitable institutions on absorption in Government service 
implies taking over pension liability, which is not in keeping with pronounced 
policy of the Government. Keeping in view the financial implications and 
recurring nature of liability which the Government will have to assume in the 
event of acceptance of the suggestion, we are not inclined to agree to the 
suggestion and recommend accordingly. In view of the judgement of the 
Supreme Court upholding the right of the Government to prescribe a cut-off date 
for a new serv ice benefit, we are not inclined to recommend reopening of the 
past cases decided otherwise relating to counting of service rendered as 
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133.23 It has been represented that the service rendered by casua 
labourers should be counted as qualifying service for computation of pensionary 
benefits, irrespective of whether they arc regularised or not. Another suggestiov 
made relates to counting of full service instead of half service of casual labourer: 
employed by the Railways who were subsequently regularised, on the ground lha 
such a facility was extended to similarly placed Railway Canteen employees. 

133.24 We have considered the suggestions and noted that the 
Department of Personnel and Training have already taken a decision to count 50% 
of the serv ice rendered after grant of temporary status, which is generally after ? 
casual labourer has been engaged for a period of at least 240 days (206 days in the 
case of offices observing five-day week). With a view to maintaining uniformity 
about counting of service rendered by casual workers on attainment of temporary 
status followed by rcgularisation, we arfe of the view that the guidelines issued 
by the DOP&T in its O.M. dated 10.9,1993 in regard to counting of service 
of casual labourers are adequate and no change therein is recommended. 

133.25 It has been urged by the canteen employees that the service 
rendered by them prior to 26.9.1983 should be counted because they were declared 
holders of civil posts w e f. 1.10.1979. A suggestion’has also been made that 
service rendered by government employees on re-employment after superannuation 
should count towards pensionary benefits and their pension enhanced suitably on 
the ground that such a facility' is available to those who arc appointed to Central 
Administrative Tribunal 

133.26 In view of the fact that the Supreme Court of India have already 
decided about a specific date from which service had to be counted for 
determination of pension and have also ordered counting of qualifying service to 
the extent of shortfall even prior to the specified date i.c. 26.9.1983, we are not 
inclined to recommend counting of entire service rendered by canteen 
employees for calculation of pension As for the other suggestion, since on re¬ 
employment after superannuation, benefits of Contributory Provident Fund are 
extended, there is no case for counting the service rendered on re-employment 
for computation of pensionary benefits and we recommend accordingly 


RECKONABLE EMOLUMENTS 


133.27 Reckonable emoluments which are taken into account for 

computation of pension have two aspects viz. (a) the period over which the 
average is worked out, and (b) the elements of pay which form part of the 
emoluments. Earlier, pension was determined with reference to average 
emoluments drawn during the last 36 months of the employee's service. The 
position was liberalised w.e.f. 29.2.1976 when the period was reduced to 10 
months. As regards the elements of pay to be included in emoluments. Liberalised 
Pension Rules, 1950 provided that only pay drawn against a substantive post shall 
be treated as emoluments. However, the rules in this regard were liberalised twice, 
once from 22.4 I960 when substantive pay plus half of the difference between 
substantive pay and the pay' actually drawn in officiating or temporary' capacity was 
reckoned as emoluments, and again from 15.6.1968 when all types of pay as 
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defined in FR 9(21) (including officiating pay) were reckoned as emoluments 

133.28 At present, the average emoluments for the purpose of 

retiring/superannuation pension arc calculated over a period of ten months 
immediately preceding retirement. The expression "emoluments" means the basic 
pay as defined in Rule 9(21 )(a)(i) of the Fundamental Rules which a government 
servant was receiving immediately before his retirement or on the date of his death 
and also includes the Non-Practising Allowance admissible to Medical Officers as 
compensation for their having to forego private practice Stagnation increments arc 
also treated as emoluments for calculation of retirement benefits. 


DEFINITION OF EMOLUMENTS 


133.29 Various suggestions have been received by us from a large number 
of employees that the expression "emoluments" in the Pension Rules should be 
redefined as indicated below: 

(a) "Emoluments" should include the pay actually drawn at the time of 
retirement and the notional pay that an employee is likely to be entitled to 
as a result of fixation of pay in the revised scales of pay recommended by 
successive Pay Commissions. 

(b) Pension should be related to the average emoluments of the last ten 
months or to the pay last drawn by an employee, whichever is more 
beneficial 

(c) Average emoluments for pension should be calculated on the maximum of 
the scale of pay of the post held by an employee at the time of his 
superannuation. 

133.30 Such revised scales of pay as may be recommended by Pay 
Commissions are normally extended only to those employees actually in service at 
the time the scales arc introduced. However, as we have conceded the demand of 
past pensioners for complete parity in pension with reference to pension of 1.1.1986 
retirees and modified panty, with reference to pension admissible on the minimum 
pay of the pay scale of the post held by the retiree at the time of retirement, as 
revised by us effective from 11.1996, we recommend that the words "or notional 
pay that an employee is likely to be entitled to as a result of fixation of pay 
recommended by the Pay Commission" may be included in the definition of 
emoluments 

133.31 It is only in the ease of Defence personnel below officer rank that 
pensionary benefits are computed with reference to the maximum of the scale of 
pay of the post from which they retire. This special dispensation has been extended 
in consideration of the fact that the age of superannuation of these personnel is 
substantially lower than that of civilian employees and is related to the rank held 
by them For civilian employees establishing, a relationship between pension and 
the maximum of the scale of pay would be neither rational nor logical. We are, 
therefore, not inclined to accept this demand. 

133.32 As regards the suggestion that pension should be related to the pay 
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last drawn by an employee, the Fourth Pay Commission, which also considered this 
issue, came to the conclusion that this may not be beneficial to the employees in all 
eases and recommended continuance of the existing provisions. 

133.33 We are of the view that the employees would be benefited to 

some extent if the pensionary benefits are computed with reference to the 
average emoluments drawn by them during the last six months of service. 
Such a proposition would not also burden the Government exchequer unduly, 
and we recommend accordingly. 


INCLUSION OF ALLOWANCES IN EMOLUMENTS 


133.34 A number of employees have represented that all additions to pay, 

such as personal pay, deputation pay, special allowance, interim relief, etc., as well 
as all normal allowances like dearness allowance, house rent allowance, city 
compensatory allowance, etc. should be included in the term "emoluments" for 
calculation of pensionary benefits 

133.33 Long-term benefits like pension should be related only to the basic 

pay of an employee, as has already been held by the Fourth Pay Commission. 
There are no circumstances which might warrant a review of this principle. We 
are, therefore, not in a position to accept these demands. Dearness allowance 
would, however, form part of the emoluments in the normal course whenever 
it is merged, either fully or partially, in the pay for the purpose of pensionary 
benefits. 


RUNNING ALLOWANCE 


133.36 Railway employees have urged before us that the benefit of 
addition of Running Allowance to their basic pay for pensionary benefits should 
also be extended to other than running staff. It has also been represented that Loco 
Inspectors who perform Foot Plate duty should be treated at par with Running Staff 
in regard to pensionary' benefits. 

133.37 Yet another section of tne lean way employees nave pointed out 
that the present practice of including various allowances, such as Night Duty?; 
Allowance, Running Allowance, etc. in the emoluments of specified categories of 
employees Results in such employees receiving a higher pension in relation even to 
Group B 1 Officers. This, according to them, lacks justification and is anomalous. 
They have, therefore, demanded payment of a lump sum amount as a one-time 
relief to employees not entitled to these concessions 

133.38 The concept of Running Allowance is peculiar only to those 
Railway employees who have been specifically categorised as "Running Staff* 
based on the duties performed by them. 

133.39 Decisions relating to the Running Allowance Scheme have been 
arrived at only after a very detailed examination over a period of time by various 
committees and commissions. 
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Our Recommend- 133.40 It is logical that the arduousness and uncertain hours of work 

entailed in the performance of running duties over long periods of time should be 
properly reflected in the quantum of pension admissible. While a special 
dispensation would, therefore, be justified in the ease of those employees 
specifically categorised as Running Staff, it will, however, not be rational to 
extend this concession to those not directly responsible or involved in actual 
train movement or to the stationary staff who are, in any case, not entitled to 
any Running allowance. Similarly, in view of the distinguishing features in 
the duties and service conditions of Loco Inspectors (who are also 
supervisors) in relation to Running Staff, there is no merit in the demand that 
Loco Inspectors who perform Foot Plate duty should be treated at par with 
the Running Staff in regard to pensionary benefits. On the same analogy, the 
question of paying a lump sum amount as a one-time relief to employees not 
entitled to the Running Allowance does not also arise. 

133.41 Night Duty Allowance is paid to almost all the non-gazetted staff 

on the Railways, including supervisory personnel, for performing duties between 
10.00 p m and 6.00 a m. It has been clarified by the Railway Board that this 
allowance is not reckoned as pay for pensionary benefits . The contention in this 
regard is, therefore, not tenable 

Past cases 133.42 Prior to 1973, 75 per cent of the basic pay of Running Staff was 

added to their actual basic pay for computation of pensionary benefits, in lieu of 
the higher scales of pay to which they would otherwise have been entitled The 
Third Pay Commission had recommended that this be reduced to 45 per cent The 
Railway Board, however, enhanced it to 55 per cent in consultation with the Staff 
Side, and this decision was initially notified through administrative instructions. 
The amendment of a statutory provision by an administrative order not notified in 
the Gazette of India was challenged by certain employees before the Supreme 
Court A formal notification amending the relevant codal provisions 
retrospectively from 1973 was thereafter issued only on December 5, 1988. It has, 
therefore, been demanded that the pensionary' benefits of such of those Running 
Staff who retired between 1973 and December 5,1988 should be computed only 
after the addition of 75 per cent, and not 45 per cent, of the basic pay. 

Court Orders 133 43 We have been informed by the Railway Board that this issue had 

been agitated by some of the retired employees before various Benches of the 
Central Administrative Tribunal, which had given differing judgements 
Government had, therefore, filed a Special Leave Petition in the Supreme Court, 
which had stayed the orders of the Tribunal in these cases. The matter is presently 
sub judicc. 

Our Recommend- 133 44 We are of the view that the demand is not justified because 

aUo,,s delay in the issue of a formal notification reducing the pay element for 

pensionary benefits retrospectively would not by itself confer a right on a 
retired employee to claim the benefit at the higher rate earlier in force, 
particularly when the decision had been arrived at only after consultation 
with and obtaining the concurrence of the representatives of the employees 
and had also been duly notified in the form of administrative instructions 
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NOTIONAL ADDITION TO EMOLUMENTS 


133.45 ll has been rcprcscnlcd that (i) the pension of those employees 
who superannuate without being promoted even once in their entire career should 
be computed after the notional addition of an increment for every five years' service 
rendered by them and (ii) the terminal benefits of those who superannuate after 
having rendered service in excess of six months after the drawal of the previous 
increment should be determined after giving them the benefit notional ly of the next 
increment. 

133.46 We have now introduced the ACP Scheme totakc care of financial 
stagnation. Further, we have to preserve the sanctity of annual increments. We 
are, therefore, unable to accept both the demands. 

133.47 Under extant rules, employees arc authorised their annual 
increments on the first day of the month in which it falls due. Employees whose 
birthday falls on the first of the month arc required to retire in the afternoon of the 
last day of the preceding month. A number of employees have, therefore, urged 
that the benefit of the next increment should be allowed in such cases for 
computation of pensionary benefits so as to remedy an anomalous situation. 

133.48 A somewhat similar proposal that persons bom on the first of a 
month should superannuate only on the last day of the relevant month instead of 
on the last day of the preceding month has been considered by us elsewhere where 
we have recommended that the status quo should be maintained in the context of 
several court rulings on the subject. In the circumstances, it may not be 
appropriate to extend any additional benefit in the form of an increment to 
such employees born on the first of a month and we recommend accordingly 


PENSION FORMULA 


133.49 The third element which goes into computation of pension is the 
pension formula. 

133.50 With effect from 1.1.1986, slab formula of calculation of pension 
was replaced by a uniform formula of 50% of average emoluments for full 
qualifying service of 33 years (pro rata less when the qualifying service was less 
than 33 years). 


REVISION OF RATE OF PENSION 


133.51 We have received a large number of demands from individuals and 

associations of employees and pensioners for raising the quantum of non¬ 
contributory pension from the existing 50% to amounts ranging from 60% to 100% 
of the salary last drawn. Before arriving at any decision on the question, the 
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Commission considered it appropriate to entrust a study aimed at assessing the 
post-retirement income requirements after taking into account the position 
obtaining in the private, public and international sectors, and identifying ways and 
means for payment of pension at higher rates than at present. This study was 
entrusted to Tata Economic Consultancy Services (TECS). 

133.52 After considering factors such as the finding of the World Bank 
(1994) that 100% of the net average lifetime wage may be a reasonable target 
pension level for households, the low per capita income, the fact that 95% of the 
employees were members of Groups 'C and D\ rapid increase in proportion of 
pensioners to the workers (system dependency rate), unsustainability of benefits 
offered by developing countries at rates higher than industrial countries, drain on 
Government resources etc., the Consultants have calculated that the post 
retirement income requirement would be about 65% of the pre-retirement 
gross income. TECS arc also of the view that any increase in the pension 
replacement rate of the current non-contributory pension scheme w ill be financially 
unsustainable In the circumstances, a supplementary pension scheme, which 
could be contributory in nature, has been held to be a viable means of 
increasing post-retirement incomes 

133.53 Old age security systems all over the world have proved over- 
ambitious and have had to be restructured and scaled down because of the heavy 
drain on Government resources. In India also, the expenditure on pensions has 
been steadily on the increase from Rs. 1218 crores in 1986-87 to Rs.5,864 28 
Crorcs in 1994-95. The expenditure is expected to increase further in view of the 
following: 

(a) increased life expectancy both at birth and at higher ages; 

(b) higher rate of retirement in the next 10 years because of 57% increase in 
employment over the period 1957-71; 

(c) decrease in spread of salaries by successive Pay Commissions resulting in 
increase in average pension; 

(d) increase in promotion avenues leading to increase in final salaries and 
hence in pensions; 

(c) updating of pension of past pensioners; 

(0 indexation of pension against inflation; and 

(g) cent per cent neutralisation of the increase in cost of living in respect of all 
employees irrespective of their pay range. 


NATIONAL PENSION FUND 


133.54 The efforts of the Commission aimed at granting some kind of 

parity in pension between past and future retirees, allowing of commutation of 
pension at a higher rate than at present, reducing the period for restoration of the 
commuted portion of pension, inclusion of D A. in the definition of emoluments 
for the purpose of computation of gratuity/death gratuity, payment of a higher 
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amount of death gratuity to the families of those who die after 12 years of service, 
payment of family pension at a uniform rate, etc. arc likely to give much needed 
relief to pensioners. It may nevertheless be necessary to ensure a post-retirement 
income equal to about 65% of the gross salary received by an employee at the lime 
of retirement. In order to achieve this objective without any additional burden on 
Government resources, the constitution of a Pension Fund to which employees 
should contribute regularly through monthly deductions from their salary, has been 
considered, as recommended by the Consultants. 

133.55 TECS have indicated two separate and distinct pension plans. The 
first is the Defined Benefit Plan (DBP) in which the pension entitlement is 
specified as a component of salary per year of service and the second the Defined 
Contribution Plan (DCP) in which the size of employcr's/employcc's contribution 
is specified as a percentage of salary but the quantum of pension benefit is not 
specified. While the investment risk is borne by the employer in the DBP, the 
inflation and the interest rate risk is borne by the employee/employer in the DCP. 
In view of the world-wide preference for DBP, we would recommend its 
adoption. We would also like to add that the higher returns accruing on 
account of better management of the Fund may be accumulated and 
distributed to the subscribers at the end of their working life after making 
necessary provision for capital reserve. 

133.56 TECS have formulated two schemes which provide for indexed 
pension and nominal (unindexed) pension. Under the indexed pension scheme, a 
contribution of 5.85% of the salary ( pay + DA) would entitle a new entrant to a 
pension of 0.5% for every year of contribution for a working life of 33 years and 
a retirement life of 16 years. If the age of retirement is raised to 60 years, the 
contribution required would be 5.31%. Under the nominal pension scheme, a 5.14% 
contribution would entitle a new entrant to a pension of 0.75% of the final salary 
for every year of contribution for a working life of 33 years. If the working life is 
35 years, the contribution required would be 4.89%. Indexed Pension is a 
preferable alternative to increase in the pension benefit rate. We, therefore, 
recommend adoption of the indexed pension plan 

133.57 At present, pension obligations are being discharged by the 
Government on a Pay As You Go (PAYG) basis out of current revenues. Switch 
over to a Funded Plan, though desirable, would greatly affect the ways and means 
position of the Government because in addition to meeting its current liabilities, a 
provision will have to be made in the budget for reducing its PAYG liability. We 
arc, however, of the firm view that a beginning has to be made right now to switch 
over to the funded plan before the situation becomes irretrievable as a result of the 
steep increase in pension expenditure. We would, therefore, recommend that 
Government may set apart 17.73% of the salary of every new entrant in 
service from the financial year 1997-98 so that their pension liability is wholly 
met out of the proposed Pension Fund. 

133.58 Contributory Pension plans are often mandatory because 
individuals may be myopic and not save for their retirement years. We, therefore, 
recommend that while enrolment of new entrants to the Pension Fund may be 
made mandatory, the existing mid-career employees may be given an option 
to join the Fund. Such of those mid+career employees who exercise the option 
would be required to contribute at a uniform rate of 6.5% of their salary (pay 
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DA) and a lump sum amount depending upon the length of their remaining service 
and on whether they opt for additional pension of 10% or 15% or 16.5% of the final 
salary 


133.59 For Lhc armed forces, for a 16.5% additional indexed pension, the 
contribution would be 18.6% of the salary for Personnel Below Officers Rank 
(PBOR) and 819*%. for Officers. The reason for the high rate of contribution is that 
the period over which they contribute is shorter than the civilians and the period 
over which they would draw pension is much longer. It is estimated that against 
the working life of 17 years in the Army, 15 years in the Navy' and 20 years in the 
Air Force, PBOR draw pension for 37 years, on an average, in the Army, 39 years 
in the Navy and 35 years in the Air Force The officers have a working life of 
about 30 years and they draw pension for about 23 years on an average In view 
of the higher rate of contribution, TECS have suggested adoption of the 
unindexed pension plan for the armed forces personnel. We agree with their 
suggestion and recommend accordingly 

133.60 TECS have recommended constitution of a separate Fund for 
those serving in the Armed Forces because they haVc a structure and practices 
different from those of civilian employees. They have also recommended two 
Pension Funds for civilian employees - one for Railway employees because they 
constitute about 50% of the civilian employees and 54 5% of the total expenditure 
is incurred on Railway pensions - and another for other civilian employees. We 
agree with the above suggestions. 

133 61 Contributions to the proposed Fund should be entirely 

exempted from Income Tax. The returns to the Fund should also be made 
non-taxable in line with the tax-exemption provided to other pension schemes, 
mutual funds, etc. The benefits to the pensioner would be taxable as it is like 
any other pension; unless of course our recommendation that pensions should 
be paid net of tax is accepted 

133 62 Government may initiate necessary action to introduce an 

enabling Act in Parliament for creation of the Pension Funds, amendment to 
the Income Tax Rules and Insurance Act. 

133.63 In order to enable the Fund to operate efficiently and profitably, 
it should be kept outside the Government and managed by a Trust comprising 
trustees who would be representatives of the contributors and the sponsor. 50% 
representation is common for employees. Each category of contributors such as 
current employees, pensioners, and women employees should be represented. The 
Central Government being the sponsor, will have the right to appoint its 
representatives who should be selected from the Ministries of Law, HRD, Finance 
and Economics, 

133.64 While working out the rate of contribution and the benefits 
payable, TECS have assumed an 8% inflation rate and a 4% rate of real return, 
which implies a nominal return of 12.32%. This appears to be on the lower side, 
given the present rate of return of more than 16% on bonds floated by PSUs/non- 
banking financial institutions. We feel that with better management of funds, 
the employees can reasonably aspire for 20% additionaljpension from their 
contributions made to the Fund over a period of 33 years besides 50% non- 
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contributory pension from the Government thus making a total pension of 70% of 
their emoluments hast drawn. 


ADDITIONAL PENSION 


133.65 Suggestions have been made that additional pension should be 

paid at the rate of two per cent of emoluments last drawn for each year of service 
rendered in excess of 33 years, which has been prescribed for full pension. We have 
given our careful consideration to the suggestion and noted the rates of pension per 
scar of service prevalent in other countries and under the recently introduced 
Employees' Pension Scheme where full service rendered is counted for computation 
of pensionary benefits subject to a maximum of 60% . The existing scheme in 
terms of which pension is reduced proportionately if service rendered is less than 
33 years but no increase is allowed for service rendered in excess of 33 years 
appears to us to be anomalous and unjustified prima facie. With a view to 
removing this anomalous situation and providing incentive for the long years of 
meritorious service, we recommend that additional pension at the rate of 0.5 
per cent of emoluments for each completed six-monthly period of service or 
one per cent of emoluments for each year of service in excess of 33 years may 
be paid to Central Government employees. 


OTHER DEMANDS 


133.66 Suggestions relating to replacement of the pension scheme by a 
lump sum payment of retiral benefits equal to 150 times the last pay plus Dearness 
Allowance, re-introduction of the slab system of calculation of pension so as to 
secure a higher percentage of pension for employees in lower pay slabs, 
introduction of a pension scale with provision for annual increase, grant of pension 
at a higher rate initially and its gradual reduction, and additional pension on 
attaining specified ages on the pattern of Punjab Government have also been made. 

133.67 We have carefully considered the above suggestions. The first 
suggestion virtually amounts to having a one-time settlement on retirement and is 
not substantially different from the CPF scheme under which the entire amount is 
disbursed to the employees at the time of retirement. The employees governed by 
the CPF scheme have, however, been brought on to the pension scheme unless they 
opted out of the scheme and those who have already retired have represented for 
giving them an option to switch over to the pension scheme. In view of the 
changed circumstances and desirability of maintaining a regular income to the 
pensioners for their subsistence and other members dependent on them, we do not 
recommend replacement of the pension scheme by any other scheme 
providing for payment of retirement benefits in lump sum. 

133.68 The pension structure having been rationalised over a period of 
time to bring about uniformity in the computation of pensi6n of all categories of 
employees, the suggestion to introduce differential rates of pension for employees 
in different pay ranges appears to us to be a retrograde step and does not merit 
acceptance. Similarly, introduction of scale of pension providing for annual 
increment appears neither practical nor justified. The other suggestion that pension 
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should be paid at higher rales in the initial years of superannuation and be reduced 
progressively is devoid of merit and wc arc unable to recommend acceptance of 
these suggestions 

133.69 In view of our recommendations in the chapter on medical and 

other facilities for pensioners relating to provision of medical facilities for indoor 
treatment and payment of a fixed medical allowance for day-to-day treatment, wc 
feel that these measures would be adequate to eater to the enhanced medical 
requirements of aged pensioners and any liberalisation of the rates of pension 
with reference to the age is not called for. We recommend accordingly 


MINIMUM PENSION 1 


133.70 Prior to 1.1.1964, there was no concept of minimum pension. 
With effect from the above date, the payment of pension was made subject to a 
minimum of Rs.25 per month. This was raised to Rs.40 per month w.c.f. 1.3.1970 
and again to Rs.60 per month w.c.f. 1.1.1980. From 1.4.1982 onwards, pension 
plus dearness relief was to be not less than Rs. 150 which was raised to Rs. 160 per 
month w.c.f. 1.4,1983. 

133.71 Although the Fourth Pay Commission had recommended the 
minimum pension of Rs.300 per month, the Government fixed the same at Rs.375 
per month with effect from 1.1.1986. 

133.72 Wc have recommended a minimum salary’ of Rs.2440 per month 
for the lowest functionary in the Government of India. We feel that 50 per cent of 
the minimum salary' of the lowest post would be a reasonable amount to be 
prescribed as the minimum pension. We accordingly recommend that the 
minimum pension should be fixed at Rs.1,220 per month. 


MAXIMUM PENSION 


133.73 The amounts of maximum pension fixed from time to time by the 

Government are as under:- 


Date of effect 

Maximum amount of pension 

Prior to 17.4 1950 

6,000 per annum 

174.1950 

6,750 per annum 

17.4.1956 

8,100 per annum 

01.1.1973 

12,000 per annum 

31 3.1979 

1,500 per month 

31.3.1985 

Ceiling removed 

011 1986 

4,500 per month 


. 1792 : 




present position 


4Je mauds 


Our Recommen- 
cttions 


Resignation 


Our Recommend¬ 
ations 


REMOVAL OF CEILING ON PENSION 


133.74 A suggestion lias been made that the ceiling on pension be 

removed. We have taken note of the fact that the existing ceiling on pension is in 
any case related to the pay (Rs.9,000) of the highest functionaries in Government. 
We are not in favour of having any ceiling on the amount of pension and 
accordingly recommend its abolition. 


PENSION ON DISMISSAL/REMOVAL/RESIGNATION 


133.75 — Dismissal or removal from service entails forfeiture of past service 
and consequent loss of pensionary benefits. Resignation from service also entails 
forfeiture of past service. 

133.76 Suggestions have been made that retirement benefits should not 
be denied on dismissal or removal from service because pension has been held to 
be a deferred wage. It has also been suggested that forfeiture of pension should be 
limited to the cases of dismissal from service and in cases of removal from service, 
the employee should be granted 75% or 50% of pension to maintain himself and 
members of his family. 

133 77 We have considered the suggestions. The penalty of dismissal or 

removal from service has been introduced to provide for cases in which the 
continuance of a government servant in serv ice is considered to be undesirable and 
is imposed on an employee only after holding an enquiry as provided for in the 
Central Civil Scrvices(Classification, Control & Appeal) Rules, 1965 in which a 
government servant is afforded all opportunities to defend himself. There is, 
therefore, no case for the grant of retirement benefits to such employees at par with 
those who retire honourably. Besides, provisions also exist in the CCS (Pension) 
Rules, 1972 for the grant of a compassionate Allowance not exceeding two-thirds 
of pension or gratuity or both in deserving cases. In view of the existence of the 
above said enabling provisions in the Pension Rules, we are not in favour of 
any further liberalisation in regard to payment of retirement benefits to 
employees who have been dismissed or removed from service and recommend 
accordingly. 

133.78 It has been urged before us to make provision for payment of 
some pensionary benefits to those employees who quit government service on 
resignation 

133.79 We have given our careful consideration to the suggestion and 
noted that resignation from a sendee or post entails forfeiture of past service and 
the claim to both pension and retirement gratuity. While the Government can insist 
that pension be granted only subject to fulfilment of certain conditions such as 
reasonable length of service, etc., this does not appear to hold good in so far as 
retirement gratuity is concerned. We have noted that under the Payment of 
Gratuity Act, an employee who resigns is entitled to gratuity provided he has 
rendered at least five years' sendee Persons appointed by the Government on 
contract are also extended the benefit of contributory Provident Fund to which both 
the employees and employers contribute @ 10% of employees' emoluments. We 
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feel that employees (wneincr permanent, quasi-permanent or temporary) who 
resign from service should be provided some compensation as a one-time payment 
for tire service rendered under the Government We accordingly recommend the 
following compensation: 


Length of Service _ Compensation payable 

(a) Less than 5 years 


(b) 5 years and more 
but less than 

20 years 

(c) 20 years and more 


Terminal gratuity at the rate of half a month's 
emoluments for each six monthly period of qualifying 
service 

Terminal Gratuity at the rate of 

3/4 of a month's emoluments for 

each six monthly period of qualifying servicc(l/2 in lieu 

of service gratuity and 1/4 in lieu of retirement gratuity) 

Retirement benefits as on Voluntary Retirement. 


SERVICE GRATUITY 


133.80 Pension is not payable to an employee who retires from service 

before completion of ten years' qualifying service. Instead, a lump sum payment 
is made as service gratuity at the rate of half a month's emoluments for each 
completed six-monthly period of qualifying service. It has been suggested that the 
rate of Service Gratuity should be raised from one-half of emoluments to two-thirds 
of emoluments for each completed six-monthly period of qualifying service. 

133 81 We have considered the suggestion. Permanent employees retiring 

with less than ten years' qualifying service are paid service gratuity at the rate of 
half a month's emoluments for each completed six monthly period of qualifying 
service. The service gratuity is in lieu of pension. Such employees are also paid 
retirement gratuity at the rate of l/4th of emoluments for each completed six- 
monthly period of qualifying service, provided they have rendered not less than five 
years' service. The amount receivable by such employees shall increase 
substantially because of introduction of revised pay scales and the calculation of 
service and retirement gratuity on the basis of pay plus D.A., for which suitable 
recommendation has been made in this chapter. Accordingly, we do not 
recommend any change in the rate of service gratuity. 


RETIREMENT GRATUITY 


133.82 Prior to introduction of Liberalised Pension Rules, there was no 

provision for death^um-retirement gratuity (DCRG). With effect from 17th April, 
1950 gratuity at the rate of 9/20 of emoluments for each completed year of 
qualifying service, subject to a maximum of J5 times the emoluments, was 
introduced The rate of gratuity was improved with effect from 22nd April, 1960 
and was made one-fourth of emoluments for each completed six months’ period of 
qualifying service. From 1.1.1973, the ceiling of 15 monthsj emoluments was 
raised to 16-1/2 times emoluments. The maximum emoluments! for calculation of 
gratuity were Rs.4,000/- per month and the gratuity was subject to a ceiling of 
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Rs.50.000/- (maximum). Though the Fourth Pay Commission did not recommend 
any increase in the maximum limit of gratuity, the Government decided to increase 
the same from Rs.5(),()()()/- to Rs.onc lakh with effect from 1.1.1986. 

133 83 Subsequently, in respect of Government servants who retired or 

died on or after 16th September, 1993, 20% of the basic pay was allowed to be 
treated as dearness pay for the purpose of reckoning emoluments for calculating 
retirement gratuity and death gratuity. On the basis of our Interim Report, 97% of 
basic pay (which was linked to average Consumer Price Index 1201.66 obtaining 
as on 1st July, 1993) was treated as Dearness Pay for the purpose of death and 
retirement gratuity in the case of Central Government employees who retired or 
died on or after April 1, 1995. The ceiling on retirement and death gratuity was 
raised from Rs. 1 lakh to Rs.2.5 lakhs with effect from the same date 

133.84 Retirement Gratuity is admissible to a government serv ant who 
retires from service after completion of qualifying service of 5 years. Earlier, the 
basic condition for grant of Retirement Gratuity' (and Pension) was that the 
retiring Government servant should have held a post in a substantive capacity 
under Government at the time of his retirement However, based on the 
recommendation of the Fourth CPC, provisions have been made by the 
Government for grant of pension and retirement gratuity to those Government 
servants who retire from service on superannuation or invalidation after rendering 
a continuous temporary or quasi-permanent service of ten years or more As such, 
there is even now a difference in the entitlement to retirement gratuity for 
permanent and temporary government servants as the former is eligible for it at the 
time of retirement, if he has rendered 5 years of qualifying service, while in the case 
of the latter, this would be admissible on rendering 10 years of qualifying sendee. 

133.85 The main demands raised by various associations relating to 
retirement gratuity are (i) that it should be calculated at the rate of half of 
emoluments for each completed six-monthly period of service instead of 1 /4th as 
at present, (ii) that the full service rendered by an employee should be taken into 
account instead of restricting it to 33 years, (iii) that the ceiling on the amount of 
gratuity should be removed, (iv) that Dearness Allowance should be taken into 
account for computation of gratuity, (v) that the benefit of merger of DA should be 
extended from the date at which a particular index was reached and not 
subsequently, (vi) that the interim recommendation of the Fifth CPC 
recommending merger of DA as linked to index average 1201.66 should be made 
effectiv e from 16 9 1993 when the constitution of the Commission was announced 
or from 9.4.1994 when the notification was issued, and (vii) that the merger of DA 
should have been recommended from the last day of the month instead of first day 
of the month as no one retires on the first of a month 

133.86 We have considered the above demands and suggestions carefully 
and taken note of the improvements made in the amount of gratuity over a period 
of time since its inception in 1950. Government have been merging a portion of 
DA with pay for the purpose of retirement and other benefits from time to time. 
Such merger has always been given effect from a date later than the date on which 
that particular level of Consumer Price Index (CPI) was reached. The difference in 
these two dates has ranged between 3 and 5 years earlier, but the Fifth CPC, while 
recommending merger of 97% DA w.e.f. 1.4 1995 in its interim report, reduced 
this period to 18 months. The practice of merging DA on ad hoc basis has led to 
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denial of benefit to thousands of employees who retired between the date of last 
revision of pay scales and the date of merger: Adoption of such a practice docs not 
appear to be a satisfactory arrangement. We arc of the view that the ad hoc policy 
followed so far needs to be discontinued. Considering the fact that gratuity is a 
one-time payment for services rendered, and the system of calculation of gratuity 
on the basis of pay plus DA is in vogue in the public and private sector, we 
recommend that the definition of emoluments may be revised to include DA 
on the date of retirement for calculation of all kinds of gratuities (retirement, 
death, service, terminal). 

133.87 With the introduction of revised pay scales and inclusion of DA 
in the definition of emoluments, the amount of gratuity shall be increased 
substantially. We are, therefore, not inclined to recommend any change in the 
rate of grautity or counting of service beyond 33 years for payment of 
gratuity. 

133.88 With the inclusion of DA in the definition of emoluments for 
calculation of gratuity, the amount of gratuity receivable shall undergo a change 
every' six months when the rates of DA arc revised. Any ceiling fixed now shall 
become unrealistic and would only deprive the retiring employees of their rightful 
due We, therefore, recommend removal of ceiling on all kinds of gratuities. 

133.89 For the grant of any benefit, prescription of a cut-off date is 
essential. In view of Supreme Court's judgement upholding the right of the 
Government to prescribe a cut-off date and a policy decision of this Commission 
that all our recommendations shall have prospective effect, we do not recommend 
any change in our earlier recommendations of merger of 97% DA for 
computation of gratuity w.e.f. 1.4.1995 and its applicability to those who 
retired or died on or after 1.4.1995 


TERMINAL BENEFITS FOR TEMPORARY/QUASI-PERMANENT 
EMPLOYEES 


133.90 Temporary and Quasi Permanent Government servants other than 

those retiring on superannuation/invalid pension/voluntary retirement with less 
than 20 years of qualifying service are governed by the provisions of Central Civil 
Service (Temporary' Service) Rules, 1965 and are eligible to the payment of only 
Terminal Gratuity at the following rates:- 


Length of Service 


Terminal Gratuity 


(a) Below 5 years Nil 


(b) 5 years and above 
but less than 10 years 


Half a month's pay for each completed year of 
service 


(c) 10 years and above One month's pay for each completed year of 

service subject to a maximum of 15 months pay 
or Rs. 15,000, whichever is less. 
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133.91 The above rales of Terminal Gratuity arc in force prior to Fourth 
Pay Commission The Fourth CPC did not recommend any change in the above 
rates of Terminal Gratuity 

133.92 The Department of Pension and Pensioners' Welfare made a 
reference to us seeking our recommendation whether temporary/quasi-pewnanent 
employees who had rendered not less than 10 years' service in Government prior 
to their absorption in a Public Sector Undertaking (PSUs)/Autonomous Body 
(ABs) before 1 4.1988 should be extended the benefit of pension at par with 
permanent Government employees and those with less than 10 years' qualifying 
service should be given pro-rata service gratuity and retirement gratuity 

133 93 WefKave considered the matter carefully in the light of information 

l%iiish<SEl ? til t y^ (u$vemmcnt. Confirmation was delinked from availability of 
permandrit posts w.c f .1.4,1988. The tcmporary/qyasi-pcriuancnt employees who 
got absorbed in PSUs/ABs prior to 1.4.1988 did not get this benefit rctrospcctivcFy 
because of serious implications involved in the matter of seniority which was 
earlier linked to confirmation, and reopening of4 lar§c number of past eases 
Keeping in view the sanctity of the cut-off date and the serious implications 
involved in the acceptance of the suggestion, we do not recommend reopening 
of the past cases. 

133 94 As the distinction between temporary/quasi permanent 

government servants having rendered a qualifying service of not less than 10 years 
for eligibility to pensionary benefits on retirement on superannuation/ 
invalidmcnt/absoiption m.PSUs/ABs has already been removed, we recommend 
that such a distinction should also be done away With in regard to payment 
of terminal benefits to those with less than 10 years qualifying service. The 
terminal benefits payable to such employees should be at par with permanent 
employees because employees remain temporary due to administrative 
delays; 
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HISTORICAL BACKGROUND 


134.1 A Family Pension Scheme was'notified by the Government of 
India in April. 1950 in terms of which the family of an employee who had rendered 
25 years of service was entitled to family pension equal to 50% of the pension 
entitlement. The family pension was admissible for a total period of 10 years, 
subject to a maximum of 5 years beyond the date of retirement. The period of 
service for eligibility to family pension was reduced from 25 years to 20 years with 
effect from 1,4.1957. After their confirmation, the employees had the facility to 
nominate the recipients of the Family Pension. 

134.2 This scheme was replaced by a new Family Pension Scheme in 
1964 and was made applicable to all regularly appointed employees who were in 
service on 31.12.1963 and had opted for the scheme and to all Government 
servants who entered service thereafter. The scheme was also extended from 
22.9.1977 to pre-1.1.1964 retirees, to implement a judgement of the Supreme 
Court. 

134.3 Initially, the scheme was contributory and all eligible employees 
were required to surrender two months' gratuity in order to avail themselves of the 
benefits No contribution was, however, required to be made by those unmarried 
employees who retired or died without leaving a surviving family. The Family 
Pension Scheme was made non-contributory with effect from 22.9.1977 and the 
requirement of having to surrender a part of the gratuity was dispensed with. 


PRESENT POSITION 


134.4 Presently, the benefits of the Family Pension Scheme, 1964 as 

incorporated in the Central Civil Services (Pension) Rules, 1972 are admissible 
only to the spouse for life and children up to the age of 25 years. Children suffering 
from a disability of the mind or those who arc physically crippled or disabled are, 
however, entitled to family pension for life. The condition that the children should 


: 1798 : 





be dependent on the employee so as to be eligible to the family pension was' 
dispensed with in 1993, which means that even if an eligible child starts earning, 
he or slic would still be entitled to family pension up to the age of 25 years In the 
ease of a girl child alone, the eligibility to family pension ceases on her attaining 
the age of 25 years or on her marriage, whichever is earlier. The benefit of family 
pension is also extended to a spouse married to the pensioner after his retirement 


EXISTING RATES 


134.5 The Fourth Pay Commission had recommended a minimum 

monthly' family pension of Rs'300, which w r as raised to Rs 375 by the Government 
The Commission had also recommended payment of family pension equal to 15% 
of the basic pay in the ease of those whose basic pay was above Rs. 1,500 per 
month. This was, however, raised to 20% by the,Government for those whose pay 
was between Rs. 1,501 and Rs.3,000 per monin The rates of family pension 
effective from 1 . 1 . 1986 arc as follows:- 


Phy of Govt. Servant Amount of Family Family 

Pension Pension 

computed 
as a %age of 
Pension 


(a) 

Up to Rs. 1,500 p.m. 

30% of pay subject 
to a minimum of 

60 



Rs. 375 p.m. 


(b) 

Rs. 1,501-3,000 p.m. 

20% of pay subject 
to a minimum of 

Rs. 450 p.m. 

40 

(c) 

Above Rs.3,000 p.m. 

15% of pay subject 
to a minimum of 

30 



Rs. 600 and maximum 
ofRs, 1,250 p.m. 



HIGHER RATES OF FAMILY PENSION 


134 6 A higher rate of family pension is admissible if the deceased 

employee/pensioner had rendered not less than seven years’ continuous serv ice. The 
family pension at the enhanced rate is payable from the date following the date of 
death while in service or after retirement for a period of seven years or for a period 
up to the date on which he/she would have attained the age of 65 years had he/she 
survived, whichever is earlier. The family pension at higher rate is not admissible 
if a pensioner dies after attaining the age of 65 years, "fhe higher rates arc - 

(a) In case of death in service: Twice the amount of normal rate of 
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family pension or fifty per cent of the pay last drawn, whichever 
is lower 

(b) in the ease of death alter retirement : Twice the amount of 
nonnal rate of family pension or fifty per cent of pay draw n at the 
time of retirement or the amount of pension authorised on 
retirement, whichever is the least 


RATES OF FAMILY PENSION 


134.7 Almost all the pensioners' associations and unions of employees 

have complained to the Commission that the existing rates of family pension arc 
grossly inadequate to maintain even a single person and have urged that the rates 
should be revised upw ards, between 50% and 100% of pay last drawn. 

134:8 The existing rates of family pension which arc linked to the pay 

drawn by an employee at the time of death while in serv ice or retirement would 
appear to be inadequate to eater to the needs of the family of the deceased 
employcc/pcnsioncr Revision thereof is justified because there arc certain fixed 
costs of an establishment which do not get halved and the family continues to incur 
them ev en after the demise of a pensioner. There would also appear to be no 
rationale for prescribing different percentages of family pension w’ith reference to 
different pay slabs because all families suffer equal hardships on the death of a 
bread winner. Taking the above and other relevant factors into consideration, 
we recommend that the existing varying rates of family pension (30%, 20% 
and 15%) may be replaced by a uniform rate of 30% of pay for all categories 
of employees. 


LINKAGE OF FAMILY PENSION TO PENSION 


134.9 Suggestions have been made that the quantum of family pension 
should be related to the amount of pension and it should be paid between 50% and 
100% of pension drawn or admissible in ease of death while in service. 

134.10 The suggestion for linkage of family pension w ith the amount of 
pension was considered by the Fourth CPC It was observed by the Commission 
that the acceptance of the suggestion would, in a large number of eases, place the 
family' of an employee with a shorter span of service at a considerable 
disadvantage. It would also entail evolution of a different formula for computation 
of the amount of family pension for employees not entitled to pension i.c. those 
who die without completing ten years* sendee necessary for eligibility to pension. 
We arc inclined to agree with the obsenations of our predecessor. In this view of 
the matter and our emphasis being on simplification of procedures, we recommend 
that the family pension should continue to be related to the pay last drawn by 
the deceased employee 


MINIMUM FAMILY PENSION 


134 11 A minimum family pension ranging between Rs. 1,000 and 
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Rs.3.000 has been demanded. Il lias also been suggested that the amount of 
minimum pension should be not less than the minimum pay of the lowest post in 
the Government oflndia or the minimum wages. 

13412 We have tried our best to ascertain the data taken into account by 

the Government or the principles followed by the previous Pay Commissions while 
determining the quantum of minimum pension/family pension for the purpose of 
arriving at a suitable amount to be recommended by us as minimum pension/family 
pension but without any Success. An inference could perhaps be drawn that the 
Government had considered 50% of the minimum pay of the lowest post as a 
reasonable amount when it fixed the minimum pcnsion/family pension at Rs.375 
against the amount of Rs.300 recommended by the Fourth Pa)' Conimission. Since 
we have recommended retention of the rate of pension at 50%, we feel that 50% of 
the minimum pay of the lowest post would be a reasonable amount of minimum 
family pension. As we have recommended Rs.2,440 as the minimum pay for the 
lowest post, wc recommend Rs.1,220 as the minimum family pension. This 
would apply to past family pensioners also. This formula could possibly be 
accepted as a reasonable one for establishing some nexus between minimum 
pay and minimum pension. 


CEILING ON FAMILY PENSION 


134 .13 Removal of ceiling of Rs. 1,250 on the family pension has been 

urged before us on the ground that the cpiling operated, harshly against senior 
officers and the family pensioners were being deprived of their legitimate due. 

134.14 The ccifings on pension, family pension and gratuity arc unusual 

features of civil service retirement benefits and there is a very big drop in income 
when, for instance, a civil serv ant drawing a pension of .Rs.4,500 per mensem 
expires. The family of the same civil servant is paid a family pension of just 
Rs. 1,250 per month. It is one of fundamental tenets of a social security scheme 
that the beneficial)' should have the assurance that in the. event of his death, his 
w idow' and children would have the necessary wherewithal to live in reasonable 
comfort. However, with the meagre amount of family pension, this last desire of 
a deceased employee can hardly he met. Thcbld assumption lhat civil servants in 
higher, grades could save a great deal is no longer valid, with the substantial 
increase in the cost of living. Considering the fact that the number of employees 
against whom the existing ceiling operates harshly is not very significant, we 
are inclined to accept the suggestion for removal of ceiling on family pensions 
and recommend accordingly. 


FAMILY PENSION AT ENHANCED RATES 


134.15 It has been suggested that the period for payment of family 
pension at enhanced rates may be raised from 7 to 15 years or till the life-time of 
the family pensioner. 

134.16 PriOi to the Third CPC, the period 6f sevefi years was restricted 
till the employee would have attained the age of superannuation. By this 
restriction, the families of those who died just before their normal date of 


: 1801 . 




retirement, were depriv ed of family pension at enhanced rates tor full seven years. 
This anomaly was removed on the recommendation of the Third CPC and the 
benefit was extended for a period of seven years or till the cmploycc/pcnsioncr 
would have attained the age of 65 years, whichever was earlier The period of 
seven years for entitlement to family pension at enhanced rates is considered to be 
an adequate period for a family to get adjusted to the changed circumstances. 
There is, therefore, no strong justification for granting family pension at enhanced 
rates either for 15 years or for the life-time of live spouse. Accordingly, we do not 
recommend any change in the existing condition of eligibility of seven years' 
service or in period of seven years for entitlement to family pension at 
enhanced rates. However, in view of our recommendation to increase the age 
of superannuation to 60 years, the family pension at enhanced rates should 
be admissible for a period of seven years or till the employee/pensioner would 
have attained the age of 67 years, had he survived. 


DEFINITION OF FAMILY 


Demands 134 17 It has been urged before us that the restriction on payment of 

family pension to married daughters of a deceased cmploycc/pcnsioncr be removed. 

Kec. negations 13418 Currently, family pension s payable to sons up to 25 years of age, 

ona ' irrespective of marital status and gainful employment, whereas in case of 

daughters, it is payable up to 25 years of age or up to the date of marriage, 
whichever is earlier. This distinction smacks of gender bias against daughters. We 
recommend that family pension should be payable to both sons and daughters 
up to 25 years of age or up to the date of their marriage, whichever is earlier. 

( audition of 13419 Further, considering the non-con|ributoiy nature of family pension 

dependency and the fact that it is paid ex gratia for sustenance of the dependents, we are of the 
view that payment of family pension should be discontinued when the eligible 
son/daughfer starts earning, a sum of Hs.2,44Q from employment in 
Government, the private sector, self employment etc. and we recommend 
accordingly. 


FAMILY PENSION TO WIDOWED/DIVORCE© DAUGHTER 


Demands 134.20 Suggestions Have also been made for extension of the benefit of 

family pension to the w idowed/divorced daughters of a deceased employee. 


° ur 134.21 We have considered the suggestion and are of the view that 

recommendations ul( j 0 wcd and divorced daughters need to be provided some relief. We recommend 
that they be included in the definition^ family for* payment of family pension 
up to 25 years of age or up to the date of their remarriage or till they start 
earning a minimum wage of Rs.2,440, whichever is earlier. 


FAMILY PENSION ON REMARRIAGE 
-- -- -- - - 
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I 34.22 ll has been urged before us that lire existing condition in terms of 

which payment of family pension is terminated on the re-marriage of a widow 
should be removed. 

134.23 Having regard to tire fact that eligibility for family pension passes 

to the next eligible child of the deceased employee, we are unable to agree to the 
suggestion for continuance of family pension to the widow on remarriage. 
However, if the widow undertakes to maihtain the dependent children on her 
re-marriage, family pension should continue to be paid. In the latter ease, 
family pension shall be payable to the widow till the last eligible son/daughtcr of 
the deceased employee attains the age of 25 years or starts earning a minimum 
wage of Rs 2,440 from any source including self-employment or gels married, 
whichever is earlier. 


FAMILY PENSION TO PARENTS, BROTHERS AND SISTERS 


134.24 Several pensioners' associations have suggested that parents, 
dependent brothers and sisters may be included in the definition of "family" for the 
purpose of eligibility to family pension. 

134.25 We have noticed that a provision exists in the CCS (Extraordinary 
Pension) Rules and Liberalised Pensionary Awards for grant of dependent pension 
to parents in those cases where the deceased government servant had left behind 
neither a widow nor a child, With a view to bringing aboiit uniformity in the matter 
of dependent pension in the CCS (Pension) Rules, Extraordinary Pension Rules and 
Liberalised Pensionary Awards, we recommend that only those parents who 
were wholly dependent on the Government se.rvant when he was alive, may 
be included in the definition of family where the deceased employee had left 
behind neither a widow nor a child. Such parents shall beeligible for family 
pension at ordinary rate, i.e. 30% of the pay of the deceased employee. 

134.26 As for inclusion of brothers, sisters and other relatives in the 
definition of "family”, an employee's desire to discharge wider family obligations 
is no doubt admirable, but it is hardly fair that such obligation should be discharged 
at public cost. In view of the non-contributory nature of family pension, we 
are not inclined to recommend inclusion of brothers, sisters and other 
relatives in the definition of "family" for eligibility to family pension. 


IMPLEMENTATION 0F RECOMMENDATION OF FOURTH PAY 
COMMISSION 


134.27 While dealing with a large number of demands from several 

quarters for widening the.definition of “family" for eligibility to family pension, we 
came across a classic example of lack of uniformity in the definition of family in 
vdridus scrvice tuies aS analysed by the Fourth Pay Commission in Paragraph 6 15 
of Part-II of its report and the recommendations made in Paragraph Nos. 6 16 and 
6.17 raising certain vital questions. As per our information, the remedial measures 
arc yet to be taken by the Government. In view of the relevance and importance of 
the questions raised, we would like to reiterate their recommendations as mentioned 
above arid urge upon tire Government to consider the issues as early as possible and 
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UPDATING OF FAMILY PENSION OF PAST FAMILY 
PENSIONERS 


134 28 All pensioners' associations which submitted thetr memoranda and 

i h-mmuis which appeared before the Commission to tender oral evidence brought to our 

notice the glaring disparities in the amount of familv pension being drawn by 
family pensioners belonging to different Pay commission periods and urged that 
there should be complete parity in the amount of family pension, irrespective of the 
date of retirement/death of the Government servant. They' also suggested the 
application of revised rates of family pension in respect of prc-11.1986 family 
pensioners as introduced vv.c.f. 1.1.1986 before updating their pension on the basis 
of a formula to be recommended by the Commission for the post-Fifth Pay 
Commission retirees 

Hensons for 134.29 We have given our careful consideration to the submissions made 

i hsp,mins by the pensioners’ associations on behalf of family pensioners and taken note of the 

fact that family pension, except in eases of death while in service, is authorised by 
the pension sanctioning authorities in the Pension Payment Order issued to the 
pensioner at the rates prev alent at the time of authorisation, whereas it is actually 
disbursed sev eral years thereafter on the death of the, pensioner, by which time rates 
of family pension undergo a change The disparities in the amount of family 
pension exist because of (i) prevalence of different rates of family pension at 
different points of time, (ii) denial of benefits of improved rates of family pension 
to past pensioners, (iii) imposition of artificial ceilings on the amount of family- 
pension. (iv) denial of benefits ol refixation of family pension on the basis of pay- 
in the revised scales of pay. (v) different rates of neutralisation for the rise in the 
cost of liv ing index etc. 

°" r 134 30 vVhilc vvc arc in favour of imparting a greater equity between past 

m and present family pensioners, it may hot be advisable to go infer complete parity 
at this juncture because of the financial implications. With a view to achicv ing this 
objective, we would recommend that all the pre-U.1986 family pensioners may 
be brought to the level of 1.1.1986 (Fourth CPC) by notional fixation of pay of 
the deceased employee from one Pay Commission to the subsequent Pay 
Commission in the same way as was done for serving employees and then 
apply the rates of family pension as may be introduced on implementation of 
Fifth CPC’s recommendations^ Once the past family pensioners are brought 
on to the level of Fourth CPC, they should be given 3 the same treatment in 
regard to quantum of fitment weightage as may be given to the serving 
employees. If the amount of family pension fixed in the manner indicated 
above, falls short of 30% of the minimum pay of the post held by the deceased 
employee, as revised by the Fifth CPC, the family pension would be stepped 
up to 30% of the minimum pay of the post held by the deceased. The family- 
pension of post-1.11986 family pensioners shall be revised in the manner indicated 
in the next paragraph without notional fixation of pay of the deceased employee in 
the Fifth CPC's pay scales Except notional fixation, the post-1.1.1986 familv 
pensioners shall be entitled to all the benefits which have been extended to pre- 
111986 family pensioners. The methodology suggested above would ensure total 
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parity between family pensioners of prc-1986 and post-1986 periods and modified 
parity llicfcafier. which is intended to do away with the unequal treatment meted 
out to the family pensioners all these years. 

134.31 While tike work relating to grant of total parity up to l.l. 1986 by 
notional fixation of pay of the deceased employee and modified parity thereafter 
shall have to be undertaken by the pension sanctioning authorities, which may take 
some time, it would be desirable to grant immediate relief to the family 
pensioners. To achieve this objective, pension disbursing authorities may be 
authorised to consolidate the pension by adding (a) existing basic family pension: 
(b) Dearness Relief as on 1.1.19%; (c) Interim Reliefs I and II; (d) 20% of basic 
family pension. The total is to be stepped up to 30% of the minimum pay Qf the 
post held by the deceased employee, as revised bv the Fifth CPC. wherever 
consolidated pension falls short of the above percentage. The’consolidated pension 
shall be the basis for grant of Dearness Relief in future. 

134.32 There may be eases where it may not be possible for the pension 
sanctioning authorities to fix the pay of the deceased employees notionally, because 
of non-availability of records due to such .records having been weeded out or other 
administrative problems. In such cases the family pension may be revised with 
reference to the minimum pay of the post held by the deceased, as revised by 
the Government on our recommendations 


DEATH GRATUITY 


134.33 In addition to family pension, families of Government employees 

who die while in service, arc entitled to death gratuity’ which is calculated with 
reference to the number of years of qualifying service rendered by the deceased 
employee at the time of his/her death. Prior to l.l. 1986, only permanent 
Government employees were entitled to gratuity. But on the recommendations of 
Fourth CPC, death gratuity has been made admissible with effect from 1.1.1986 at 
the following scale irrespective of whether the deceased employee was permanent, 
temporary' or quasi-permanent: 



Qualifying service 

Amount of death gratuity 

(a) 

Less than one year 

Two times the pay 

(b) 

One year and above 
but less than five years 

Six times the pay 

(c) 

Five years and above 
but less than 20 years 

Twelve times the pay 

fd) 

Twenty years and above 

Half of the pay (or each completed six 


monthly .period, of service subject to a 
maximum of 33 rimes the pay and 
monetary ceiling of Rs 2 5 Lakhs. 
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134.34 it has been submitted lliat the family of a Government servant who 
dies in harness with a service of five years or more but less than 20 years, is paid 
12 times the emoluments as death gratuity, whereas the family of another 
Government servant who dies after rendering service of 20 years or more is paid 
gratuity at the rate of half the emoluments for each completed six monthly period 
of service which works out to one month's emoluments for each year of service In 
the event of a Government servant dying just before completing 20 years of service, 
his family is pul to a loss because of the restriction of 12 times the emoluments. 
It has, therefore, been urged that this anomaly may be rectified. 

134.35 We have considered the submission and taken note of the fact that 
prior to Fourth CPC, there were three slabs namely, (a) Less than one year, (b) one 
year or more but less than five years, and (c) five vpars and above. On the 
recommendations of Fourth CPC, the third slab was modified to five years and 
above but less than 20 years' and the fourth slab of 20 years and above' was 
introduced on the ground that the family of an employee who died after completion 
of 20 years or more service was at a disadvantage as compared to the family of an 
employee who died after taking voluntary retirement. We have noted that in the 
existing scheme, the family of an employee who dies with service just short of 20 
years is placed at par with thc family of an employee whcxdics after more than five 
years service, which does not seem td bc appropriate. WO are, therefore, convinced 
of the need to revise the existing Slabs which may be modified as under- 



Qualifying service 

Amount of death gratuity 

(a) 

Less than one year 

Two times the emoluments 

(b) 

One year or more but 
less than five \ears 

Six times the emoluments 

(c) 

Five years and more 
but up to 12 years 

Twelve times the emoluments 

(d) 

Above twelve years 

Half of emoluments for each 


completed six monthly period of 
qualifying service subject to a 
maximum of 33 times the emoluments. 


OTHER BENEFITS 


134.36 Apart from family pension and death gratuity, the families of the 

deceased employees also get other benefits such as the insurance cover available 
under the Central Government Employees' Group Insurance Scheme (CGEGIS) 
and Deposit Linked Insurance Scheme. We have separately recommended in the 
relevant chapter doubling of the rate of contribution and corresponding increase in 
the insurance cover in case of death. We have also recommended in the chapter on 
General Provident Fund for raising the benefit under Deposit Linked insurance 
Scheme from the existing Rs.30,000 to Rs. one Lakh. We have tried our best to 
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improve the condition of family pensioners within the available resources by 
making suitable recommendations in this chapter with the hope that they would be 
able to lead a more decent life. 


CONCLUSION 


134 37 The principles enunciated by the Commission for future revision 

of pension arc contained in our chapter on Pension Structure. Those principles 
shall apply equally for revision of family pensions in future. 
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Special Sme^Uc in eoce a£ "Death 

octet DicaHility 


PRESENT PROVISIONS 


Death due to 135 1 Cases of death of Central Government employees dying in harness 

natural causes ^uc to natural causes not attributable to government service arc covered under the 
Central Civil Services (Pension) Rules, 1972, and their families arc entitled to the 
normal family pension and death gratuity, in addition to the accumulations in the 
Provident Fund accounts, compensation admissible under the Central Government 
Employees Group Insurance Scheme and the Deposit-linked Insurance Scheme. 


Death and 
disability 
attributable to 
service 


135 2 Employees who sustain injuries or contract diseases or die or arc 

disabled or incapacitated on account of causes which arc accepted as attributable 
to or aggravated by government service arc. however, eligible for certain special 
benefits under the Central Civil Services (Extraordinary Pension) Rules. The 
benefits available under these rules, which arc applicable to all persons paid from 
Civil Estimates, other than those to whom the Workmen's Compensation Act 
applies, have been amended and liberalised from time to time In terms of the rules 
currently in force, apart from the death gratuity and other entitlements under the 
Provident Fund Rules and Group Insurance Scheme, a consolidated Extraordinary' 
Family Pension is admissible to the extent indicated below, in the event of death 
of an employee who holds a pensionable post, irrespective of whether the deceased 
employee had completed seven years* service or not . 


Basic Pay of employee Monthly Extraordinary 

at time of death Family Pension 


Government servant holding a pensionable post 
a) If the widow of the deceased employee is childless: 
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Not exceeding Rs. i ,500 


50% of basic pay 


Disability benefits 


Death in air 
accidents 


Exceeding Rs. 1.500 but 40% of basic pay sub ject to a 

not exceeding Rs.3.000 minimum of Rs.750 

Exceeding Rs.3;000 30% of basic pay. subject to a 

minimum of Rs. 1,200 and maximum of 
Rs 2,500 

b) If the widow of the deceased employee has a child or children: 

In all eases 00% of basic pay, subject to a 

minimum of Rs.750 and maximum of 
Rs.2.500 

Employees not holding a pensionable post and dying in harness arc also entitled to 
the Extraordinary Family Pension under these Rules, but at reduced rates ranging 
from 15 per cent to 30 per cent of the basic pay depending on the pay drawn by 
them at the time of death if the surviving widows arc childless and at a fixed rate 
of 40 pa cent of the basic pay if the surviving widows have children, subject to a 
minimum of Rs.500 and maximum of Rs. 1,500 

135.3 Similarly, employees who arc disabled or incapacitated due to 

causes not attributable to government service and arc discharged from service arc 
covered under the Central Civil Services (Pension) Rules, 1972, and arc entitled to 
sendee pension for the actual sendee rendered up to the date of invalidation. If 
such sendee is less than ten years, sendee gratuity is paid in lieu of pension at the 
rale of .half a month's emoluments for even,’ completed half-yearly period of 
sendee. If, however, the disability leading to discharge is established as 
attributable^) government sendee, the provisions contained in the Central Civil 
Services,(Extraordinary Pension).Rules apply, and a Disability Pension at the 
prescribed rjilcs is admissible. This consists of two elements, the sendee element 
and the disability element. The former compensates for the service rendered up to 
the date of invalidation and the latter for the functional incapacity suffered by the 
employee as assessed by a medical board. In the case of cent per cent disability, 
the Disability .Pension admissible is equal to thc normal rates of family pension, i.c. 
30%, 20% or 15% depending on the basic pay drawn by the employee at the time 
of his invalidation. For lower percentages of disability, the monthly disability 
pension is proportionately lower, subject to the conditions prescribed in this regard. 
If, however, the employee is retained in service notwithstanding his disability, he 
is entitled to receive the capitalised value of the disability element calculated on the 
basis of the commutation table. 

135 4 Death of a government servant as a result of an accident, while 

travelling by air on duty, is also treated as being due to special risk of office’ for 
the purpose of the Central Civil Services (Extraordinary' Pension) Rules. If-the 
death occurs while travelling on duty by commercial flights operated by Indian 
Airlines and other carriers, compensation would be- payable by the airline 
concerned in terms of international conventions . If, however, the journey on duty 
is performed by service aircraft, the family of the deceased employee would also 
be entitled to an ex gratia payment equal to the compensation available to families 
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of similar personnel travelling by Indian Airlines as fare paying passengers 
However, the compensation, which, is presently Rs 5 lakhs, has to be approved 
and sanctioned, in each individual ease, with the concurrence of the Finance 
Ministry 

135.5 Separate orders have been issued by Government to provide for 

die grant of Liberalised Pensionary Awards in cascs'of death or disability arising 
as a result of (a) attack by or during action against extremists, anti-social elements, 
etc and (b) enemy action in international war or border skirmishes The benefits 
admissible to the family in the event of death of an employee arc as follows- 

a) If the employee is survived by his widow, she will be entitled to 
family pension, for life or until her remarriage, equal to the pay- 
last drawn by him. 

b) In the event of remarriage of the widow, the family pension will 
be reduced and will be equal to that admissible normally under 
the Central Civil Services (Pension) Rules, 1972. 

c) If there is no surviving widow, but the employee has left behind 
a child or children, all children together shall be entitled to family 
pension at rates ranging from 30 to 50 per cent prescribed in this 
regard with reference to the basic pay of the employee at the time 
of death. The family pension to the children is to be regulated as 
in the ease of normal family pension admissible under the Central 
Civil Services (Pension) Rules, 1972 

d) On remarriage of Ihe surviving widow or when there is no 
surviving widow and the family pension is paid only to the 
children, each child shall also be entitled to receive, in addition, 
a Children's Allowance of Rs 100 p.m. in cases where the 
deceased employee was in receipt of pay less than Rs. 2,200 and 
of Rs. 150 p.m. in eases where the pay at the time of death was 
Rs.2,200 and above. 

c) If the government servant dies as a bachelor or widower without 
children, a dependant pension equal to 75% or 56.25% of the pay 
last drawn depending on whether both the parents arc alive or 
only one of them, is admissible to the parents without reference 
to the pecuniary circumstances. 

0 Where family pension or dependant pension is paid in terms of 
these orders, no other family pension or dependant pension will 
be admissible under any other orders or rules in consideration of 
the death of the same deceased government servant. 

135.6 If the government servant is discharged from service on account 

of injuries sustained in these operations, he will be paid a disability pension, which 
will consist of a service element and a disability' element. The former will be equal 
to an amount of the retiring pension, including the pension equivalent of retirement 
gratuity which he would have been entitled to on the basis of his pay on tjic date of 
injury but counting service up to the date on which he would have retired in the 
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normal course. The disability element lor 100 per cent disability will be equal in 
amount to the pay last drawn by die government servant minus the sen-ice element, 
and be subject to a maximum of Rs. 1.000 p in.. The disability element will be 
proportionately reduced for lower percentages of disability. 

135.7 In the absence of specific provisions in the rules for payment of 
compensation to families of Central Government employees killed in acts of 
terrorist violence, various departments had adopted dilTcrcnt schemes for 
compensating their employees. Whereas some of them paid compensation under 
Workmen's Compensation Act. certain others had resorted to ex gratia payments 
on a ease by ease basis. On consideration of this question by the Committee of 
Secretaries in the context of escalating terrorist activities in Punjab, orders were 
issued in November 1988 to the effect that, while the then existing procedures 
followed by different departments might be continued, they should, however, 
ensure that an amount of at least Rs.50,000 was paid to the families, after 
excluding any payments ordinarily made in cases of death not attributable to 
service but including any amount payable in eases of death attributable to service. 
All such eases of ex graba payments were also to be referred to the Department of 
Pension and Pensioners' Welfare for prior clearance to ensure consistency- in 
approach in deciding the quantum of compensation. Subsequently in May 1990, 
these orders were also extended to the families,of Central Government employees 
killed in terrorist violence in Jammu & Kashmir. 

135.8 On the other hand, families of personnel of the Central Police 
Organisations killed in the,course of performance of their duties due to violence by- 
armed hostilcs, extremists, terrorists, etc. arc paid ex gratia grants in terms of 
separate orders issued by die Ministry of Home Affairs,, which have also been 
reviewed and amended from time to lime. The ex gratia payment presently 
admissible is Rs. 2 lakhs and any compensation payable under the Central 
Government Employees' Group Insurance Scheme or ex gratia payments made by 
the State Governments concerned (which were taken into account in computing the 
net compensation prior to 1993) arc to be excluded 

135.9 Families of members of the Armed Forces killed in similar 
circumstances are, however, not entitled to any ex gratia payments, but only to the 
liberalised pensionary benefits similar to those admissible to civilian employees in 
terms of the Liberalised Pensionary* Awards In addition, they are also covered by 
the contributory Army Group Insurance Scheme, which provides death benefit of 
Rs.3.85 lakhs for Officers and Rs. 1.65 lakhs for personnel Below Officers Ranks. 

135.10 Subsequent to May 1990, Government also separately approved 
the (a) enhancement of ceiling on ex gratia payment to families of employees killed 
as a result of terrorist acts or encounters with anti-social elements to Rs. 5 lakhs; 
and (b) payment of further compensation of up to Rs.5 lakhs, on a case by case 
baas from sundry government sources, such as Prime Minister's Relief Fund, Chief 
Minister's Relief Fund, etc., the total compensation and ex gratia being restricted 
to Rs. 10 lakhs, only in respect of the employees of the Ministry of Information and 
Broadcasting. 
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DEMANDS AND SUGGESTIONS RECEIVED 


135 II Wc have received a large number of demands and suggestions, 

particularly from the Central Police Organisations, that the benefits admissible 
under the schemes for the payment of extraordinary pension. Liberalised 
Pensionary Awards and ex gratia should be substantially liberalised These mainly 
relate to increase in the quantum of benefits, removal of present distinctions and 
disparities in payment of extraordinary pension to the surviving dependants of 
different categories of employees, payment of full pension to employees discharged 
from duly without reference to the actual service rendered by him, payment of 
disability pension equal to lire pay last drawn, removal of disparities in the rales of 
Children's Allowance under the Liberalised Pensionary Awards scheme, removal 
of restriction on grant of liberalised pensionary' awards to disabled personnel who 
seek voluntary retirement, enlargement of the scope of Liberalised Pensionary' 
Awards, extension of the provisions of the Liberalised Pensionary Awards scheme 
to personnel who arc killed in accidents while performing official duties, extension 
of the scheme of ex gratia payments even to those who suffer cent per cent 
disability in actual operations at par with those who arc killed, etc. 

135.12 Apart Horn these demands and suggestions, the Department of 

Pension and Pensioners'Welfare has also made a separate reference to us 
requesting recommendations on a comprehensive policy that could be adopted in 
regard to ex gratia payments in cases of death in various circumstances in any part 
of the country, which could replace all isolated decisions that might have been 
taken in the past by various individual ministries or by government for different 
disturbed regions in the country'. 


OUR VIEWS AND SUGGESTIONS 


135.13 Wc have considered these demands and suggestions very carefully. 
Asa general rule, it would be appropriate to retain the present distinction in the 
benefits admissible to employees who sustain injuries or contract diseases or die 
or arc disabled or incapacitated on account of causes which arc accepted as 
attributable to or aggravated by government service and to those who die in harness 
only due to natural causes not attributable to government service. In the context, 
however, of the perceptible increase in violence-related incidents ox er the years, 
involving the use of explosive devices in public places, kidnapping for ransom 
resulting in the death of the victim, etc. government employees could become 
unwitting victims of such incidents, though they may strictly not be on government 
duly or business at the relevant time. Considering the fact that the employees arc 
in no way responsible for the death or injuries suffered in such incidents, we arc of 
the view that it may not be inappropriate, from a humanitarian angle, to make an 
exception only in such cases though there may be no causal connection, as 
prescribed in the rules, between the death or disability and government serv ice so 
that the principle of altributability could be conceded Wc recommend accordingly 

135.14 Wc observe that benefits in the event of death, disability or 
discharge from service arc presently regulated in terms of three different sets of 
rules or administrative instructions, depending on the circumstances Certain 
ministries and departments like the Ministry of Information and Broadcasting have 
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also secured additional benefits which have not been extended uniformly to all 
employees Whereas the mlcs and orders relating to Extraordinary Family Pension 
and Liberalised Pensionary' Awards arc fairly explicit, though complex, it would 
appear that decisions on the question of ex gratia payments had been arrived at in 
the past only in isolation as and when certain situations arose, and this fact has also 
been accepted by the Department of Pension and Pensioners’ Welfare themselves. 
There is, therefore, the likelihood of an element of ad-hocism and even of decisions 
being influenced by subjective considerations, particularly when these arc taken on 
a ease to ease basis. Regulation of benefits under different sets of rules or 
instructions could also result in avoidable confusion There is, therefore, clearly 
a need for a comprehensive policy and a single set of rules to regulate the quantum 
of compensation in eases of death or disability under different circumstances, 
which should be clearly spelt out so as to remove any confusion which might lead 
to delays in disbursement of the admissible benefits. This would also ensure 
rationalisation and simplification 

135.15 Further, as has been pointed by the Department of Pension and 
Pensioners’ Welfare, there is always an unfortunate possibility that acts of terrorism 
can take place or disturbed conditions prevail in any part of the country. Central 
Government employees could also be unwitting victims of such acts even if they 
may not be actively engaged in the discharge of their official duties at the relevant 
time. There is, therefore, also a case for enlarging the scope and applicability of 
various benefits presently available under the three different schemes, so as to eater 
to certain other unnatural situations not presently envisaged. 

135.16 For determining the compensation payable for death or 
recommendations disability under different circumstances, these could be broadly categorised 

as follows - 

Category A 1 Death or disability due to natural causes not attributable to 
government service. Examples would be chronic ailments 
like heart and renal diseases, prolonged illness, accidents 
while not on duty, etc. 

Category 's' peath or disability due to causes which are accepted as 
attributable to or aggravated by government service. 
Diseases contracted because of continued exposure to a 
hostile work environment, subjected to extreme weather 
conditions or occupational hazards resulting in death or 
disability would be examples. 

Category 'C Death or disability due to accidents in the performance of 
duties. Some examples are accidents while travelling on duty 
in government vehicles or public transport, a journey on duty 
is performed by service aircraft, mishaps at sea, 
electrocution while on duty, etc. 

Category D 1 Death or disability attributable to acts of violence by 
terrorists, anti-social elements, etc., whether in the 
performance of duties or otherwise. Apart from cases of 
death or injury sustained by personnel of the Central Police 
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Organisations while employed in aid of the civil 
administration in quelling agitation, riots or revolt by 
demonstrators, other public servants, including police 
personnel, etc., bomb blasts in public places or transport, 
indiscriminate shooting incidents in public, etc. would be 
covered under ibis category. 

Category E' Death or disability arising as a result of (a) attack by or 
during action against extremists, anti-social elements, etc. 
and (b) enemy action in international war or border 
skirmishes and war-like situations, including cases which are 
attributable to (i) extremist acts, exploding mines, etc. while 
on way to an operational area; (ii) kidnapping by extremists; 
and (iii) battle inoculation as part of training exercises with 
live ammunition 

135.17 As a measure of rationalisation, and based on our 

recommendations on Family Pensions, we recommend that compensation for 
death and disability under the different circumstances enumerated above may 
be regulated as follows - 


Category Benefit/Compensation recommended 


I Cases of Death 

A) Normal Family Pension admissible under the Central Civil 
Services (Pension) Rules, 1972, equal to 30% of the basic pay of 
the deceased employee. 

B) Extraordinary Family Pension admissible under the Central Civil 
Services (Extraordinary Pension) Rules, equal to 60% of the 
basic pay of the deceased employee 

C) Extraordinary Family Pension admissible under the Central Civil 
Services (Extraordinary Pension) Rules, equal to 60% of the 
basic pay of the deceased employee plus ex gratia of Rs.5 lakhs 

D) Family Pension admissible under the Liberalised Pensionary’ 
Awards Scheme, equal to the pay last drawn by the deceased 
employee plus ex gratia of Rs.5 lakhs. 

E) Family Pension admissible under the Liberalised Pensionary 
Awards Scheme, equal to the pay last drawn by the deceased 
employee plus ex gratia of Rs.7 5 lakhs. 

II Cases of Disability' (100%) resulting in discharge from service 

A) Normal Retiring Pension and gratuity admissible for the 
actual service rendered under the Central Civil Services 


1814 : 



Determination of 
extent of 
disability 


(Pension) Rules, 1972 equal to 50% of the average 
emoluments during the last six months. 

B) Normal pension and gratuity admissible under the Central 
Civil Services (Pension) Rules, 1972, without insisting on the 
requirement of minimum service of ten years plus Disability 
Pension equal to the normal Family Pension, i.c. 30% of the 
basic pay. 

C) Normal Pension and gratuity admissible under the Central 
Civil Services (Pension) Rules,1972, without insisting on the 
requirement of minimum service of ten years plus Disability 
Pension equal to the normal Family Pension, i.e. 30% of the 
basic pay. 

D) Disability pension, comprising a service element equal to the 
retiring pension and gratuity to which the employee would 
have been entitled to on the basis of his pay on the date of 
invalidation but counting service up to the date on which he 
would have retired in the normal course and a disability 
element equal in amount to normal family pension, subject to 
the condition that the aggregate of the service and disability 
elements shall not be less than 80% of the pay last drawn. 

E) Disability pension, comprising a service element equal to the 
retiring pension and gratuity to which the employee would 
have been entitled to on the basis of his pay on the date of 
invalidation but counting service upto the date on which he 
would have retired in the normal course and a disability 
element equal in amount to the pay last drawn subject to the 
condition that the aggregate of the service and disability 
elements shall not exceed the pay last drawn. 


135.18 A graded structure of compensation has been proposed by us 
keeping in view the hardships and risks involved in certain assignments, the 
intensity and magnitude of the tragedy and deprivation that families of government 
employees experience on the demise of the bread-winner in different circumstances, 
the expectations of the employer from the employees to work in extreme 
circumstances, etc. The benefits now proposed will provide an additional 
security and insurance to employees who are required to function under 
trying circumstances and are exposed to different kinds of risks in the 
performance of their duties and will be mutually exclusive of such other 
benefits as may be admissible under other schemes, such as the Group 
Insurance Scheme, General Provident Fund, etc. It is also only appropriate 
that such compensation as has been now recommended should be financed 
wholly by the Government without any contribution from the employees. 

135.19 The benefits proposed in cases of invalidation from service relate 
to 100 per cent disability. For lower percentages of disability, the benefits shall be 
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proportionately lower as al present YVe, however recommend, as a measure of 
further rationalisation and simplification, that the extent of disability or 
functional incapacity may be determined in the following manner for 
purposes of computing the disability element forming part of the benefits: 


Percentage of Disability as 
assessed by Medical Board 

Percentage to be reckoned for 
computation of Disability Element 

Less than 50 

50 

Between 50 and 75 

75 

Between 76 and 100 

100 


135.20 YVe do not recommend any changes in the benefits admissible 
to those employees who are disabled or incapacitated but nevertheless 
continue to be retained in government service. 

135.21 On consideration of the other demands submitted to us, we 
recommend the following:- 

a) In consideration of the fact that family pension at a uniform rate 
is admissible to all widows in terms of the Central Civil Services 
(Pension) Rules regardless of whether they have children or not, 
the present distinction between widows without children and 
those with children for determining the quantum of 
Extraordinary Family Pension may be removed. 

b) Benefits at higher rates are presently admissible to employees 
holding pensionable posts in relation to the holders of non- 
pensionable posts, who arc covered under the Contributory 
Provident Fund Scheme. The Fourth CPC had recommended that 
all employees who were in service as on January 1, 1986 and 
were governed by the Contributory Provident Fund Scheme 
should be deemed to have come over to the pension scheme, 
unless they specifically opted to continue under the Contributors' 
Provident Fund Scheme. There is also an increasing trend 
towards introduction of pension schemes for their employees even 
by organisations and enterprises where the Contributory 
Provident Fund Scheme is presently applicable. In the 
circumstances, and also given the fact that there may not be many 
employees in government who may still be governed by the 
Contributory' Provident Fund Scheme, the present distinction 
between holders of pensionable and non-pensionable posts 
may be removed and families of holders of non-pensionable 
posts who die in harness may be extended the same benefits 
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as have now been recommended, subject to the condition that 
the employer’s contribution to the Provident Fund is 
surrendered to Government 

c) The Central Civil Services (Extraordinary Pension) Rules 
presently provide that if a deceased government servant 
leaves behind neither a widow nor a child, the award under 
the Rules may be made to the father and mother individually 
or jointly and in the absence of the father and mother to 
minor brothers and sisters, individually or collectively, if they 
are largely dependent on the government servant for support 
and are in pecuniary need. The Extraordinary Family 
Pension shall now, however, exceed half of the pension that 
would have been admissible to a childless widow. On the 
other hand, in terms of the Liberalised Pension Awards 
Scheme, if the government servant dies as a bachelor or widower 
without children, a dependant pension equal to 75 per cent or 
56.25 per cent of the pay last drawn is admissible to the parents 
without reference to their pecuniary circumstances, depending on 
whether both of them arc or only one of them is alive. In order 
to bring about a measure of uniformity between these two 
sets of rules and orders, the Dependant Pension may be paid 
at the rate of 75 per cent of the pay last drawn if both 
parents are alive and at the rate of 60 per cent if only one of 
them is alive. 

d) In the context of the proposed enhancement of the rate of family 
pension admissible under the Liberalised Pensionary' Awards to 
60 per cent of the basic pay, the present practice of payment of 
a Children's Allowance in addition to the admissible family 
pension to the children on the remarriage of the surviving 
widow or when there is no surviving widow may be 
discontinued 


Benefits in cases 
of voluntary 
retirement 


e) We are unable to accept the demand that there should be no 
restriction on grant of liberalised pensionary awards to 
disabled personnel who seek voluntary retirement having 
regard to the fact that the emphasis of government is on 
rehabilitation of disabled employees and providing them suitable 
employment. 


Modification of 
hidings of 
Medical Boards 


135.22 It has been brought to our notice that findings of medical boards 

constituted to determine the extent of disability are often modified by sanctioning 
authorities on the advice of non-medical functionaries. It has, therefore, been urged 
that if there are any reservations in accepting the recommendations of medical 
boards, another board should be constituted for a final determination of the extent 
of disability, which should be binding. We are of the view that the findings of 
medical boards on the extent of disability should be treated as final and 
binding unless the employee himself seeks a review, by preferring an appeal 
to an authority immediately superior to the one which constituted the board. 
In case the appeal is accepted and a review medical board is constituted, the 
findings of that board should be binding on alt parties. Further, the extent of 


1817 : 



/ h’legtitinn of 
Powers 


disability as determined and accepted should he treated as Tina! and the 
employee should not be required, as at present, to appear before medical 
boards periodically merely for the purpose of obtaining a certificate that the 
disability continues to persist to the same extent as initially assessed to enable 
the continued drawal of the disability pension 

135.23 The Border Security Force have suggested that the Director 

General of the Force should be delegated powers to issue sanctions under the 
Liberalised Pensionary Awards in consultation with the Financial Adviser in 
respect of his personnel Now that we have rationalised the benefits admissible 
under different schemes, which would be uniformly applicable to all 
employees, and in order to ensure timely relief to the bereaved families and 
employees who may be invalidated from service, detailed guidelines and 
instructions based on our recommendations may be issued by Government 
and powers to grant all kinds of pensions in terms of these instructions 
delegated to the Heads of Departments and Offices to be exercised, where 
necessary, in consultation with the Financial Advisers 
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INTRODUCTION 


136.1 The provisions in the Pension Rules permitting Central 

Government employees to commute a portion of their pension and receive a lump 
sum amount equivalent to the commuted value at the time of superannuation have 
been in force for a long time, though these have been modified from time to time. 
Commutation of pension enables employees to meet major commitments arising 
at the twilight of their career, such as acquisition of a house, marriage of children, 
etc. 


EXTENT OF COMMUTATION 


136.2 The commuted value of pension is calculated with reference to a 
commutation table based on the mortality rates among government pensioners and 
a concessional rate of interest of 4.75 per cent per annum. The table, which has 
been revised on three occasions in November 1963, November 1967 and March 
1971 after the promulgation of the Liberalised Pension Rules, indicates the 
commutation values for a pension of Rupee one per annum expressed as the 
number of years' purchase with reference to the age of the pensioner on his next 
birthday. Based on the commutation table currently in force, the commuted value 
of pension receivable by an employee retiring at the normal age of 58 years is equal 
to 10.46 years' purchase. The commuted value decreases as the age of the 
pensioner increases. The maximum portion of the pension that can be commuted 
has been revised periodically and a government servant can presently commute, in 
exchange for a lump sum payment, a fraction not exceeding one-third of the 
pension. Based on the portion actually commuted, his monthly pension is 
correspondingly reduced. 

136.3 We have received a large number of suggestions that (a) 
commutation of up to 50 per cent of one's pension may be permitted; (b) the 
percentage of pension to be commuted may be related to an employee's length of 
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service, those with longer years of service being permitted to commute a 
proportionately higher portion of their pension; and (c) the facility of commutation 
mav not be extended to those employees who retire after having rendered less titan 
twenty years' service 

Our 136.4 Apart from enabling employees to meet their major domestic 

reammwnJi,turns comm jtmcnts. returns from the investment of the lump sum amount received on 
commutation of a portion of the pension supplement the income of those employees 
who retire on superannuation or invalid pension after having rendered lesser years 
of qualifying service and arc, therefore, not entitled to full pension. In our view, 
withdrawal of the facility of commutation in respect of such employees would be 
a harsh measure and even a retrograde step Commutation has also been 
traditionally linked to the quantum of pension, which is determined with reference 
to the length of qualifying service rendered by an employee. Consequently, the 
length of service rendered by an employee is already reflected in the amount of 
pension to which he is entitled. In the circumstances, we are unable to accept 
the suggestions that the facility of commutation should not be extended to 
those employees who retire after having rendered less than twenty years' 
service and that those with longer years of service should be permitted to 
commute a proportionately higher portion of their pension. 

Maximum 136.5 Prior to April 1950, the maximum pension that could be 

percentage commuted by a civilian Central Government employee was 50 per cent. This was 

reduced to one-third of the pension with effect from April 17, 1950 following the 
incorporation of provisions in the Liberalised Pension Rules for the payment of 
Dcath-cum-Rctircmcnt Gratuity. We have been informed by the Department of 
Pension and Pensioners' Welfare that Government had also received 
representations from time to time for raising the ceiling on commutation to 50 per 
cent, and that no changes in the existing scheme of commutation were 
contemplated at present. Considering the present trends of late marriages and the 
fact that opportunities are presently available for entry into government serv ice at 
a comparatively higher age than was the position earlier, major responsibilities 
remain to be discharged even after retirement in many cases. Even at present. 
Officers and Personnel Below Officers Ranks in the Armed Forces are permitted 
to commute up to 43 per cent and 45 per cent of their pension respectively. Judges 
of the Supreme Court and High Courts have also been provided the facility to 
commute up to 50 per cent of their pension. In the circumstances, and also having 
regard to the fact that the ceiling on commutation has remained unchanged for 
nearly five decades now , there is, unarguable', a ease for a review' of the present 
provisions in this regard. 

Our 136.6 We are, however, not in favour of increasing the ceiling to 50 per 

recommendations ccnt as SU gg CS t c d Apart from the fact that the pensionary benefits of Central 
Government employees, including the commuted value of their pension, would 
increase substantially on acceptance of our recommendations on revised scales of 
pay, it would also be necessary' to ensure that retired government servants receive 
a regular and reasonable amount as pension for their sustenance. This would be 
particularly essential in the context of the break-up of the joint family system, the 
trend towards dispersal of families and the disquieting changes in social mores and 
attitudes After taking all relevant factors into account, we recommend that 
civilian employees in Central Government may be permitted to commute up 
to 40 per cent of their pension 


1820 : 



Present position 


Recommen¬ 
dations of Fourth 
CPC 


Our 

recommendations 


RESTORATION 


136.7 Till April 1985, the reduction in the monthly pension on account 
of commutation was a lifetime commitment and a pensioner was entitled to draw 
only the reduced pension during his entire retired life. In 1983, writ petitions (nos. 
3958-61 of 1983) were filed in the Supreme Court by "Common Cause", a 
registered society espousing issues of public interest, and three retired government 
servants praying, inter alia, for issue of a direction that an appropriate scheme 
rationalising the provisions relating to commutation to facilitate the restoration of 
the commuted value of pension after the commutation amount paid in lump sum, 
along with the interest clement was fully adjusted by that portion of pension which 
was not drawn monthly, be brought into force. In pursuance of the judgement 
(December 1986) of the Supreme Court on these writ petitions, orders were issued, 
to be effective from April 1, 1985, providing for the restoration of that portion of 
pension commuted by civilian and defence pensioners after a period of 15 years. 
The decision was based, inter alia, on the consideration that several State 
Governments had amended the rules relating to commutation to enable restoration, 
after a similar period of 15 years, the full pension of those who had commuted a 
part of their pension. It has been represented to us by a large section of employees 
that the full pension should instead be restored after a period of ten to twelve years. 
Other suggestions are that the commuted portion of pension should be restored (a) 
after a shorter period of seven years as recommended by the Fourth CPC, (b) 
progressively in three equated instalments after the lapse of 5, 10 and 15 years, 
and (c) on the pensioner attaining the average age of survival assumed in the 
computations and not after the entire lump sum amount paid as the commuted 
value along with interest thereon is fully recovered, as at present. 

136.8 We find that the Fourth CPC had not specifically recommended 
the restoration of the commuted portion after seven years. It had only suggested 
that government may examine the feasibility of introducing a scheme which would 
enable restoration after a short period of seven years or so, both for civilian and 
defence pensioners. We have been informed by the Department of Pension and 
Pensioners' Welfare that, in pursuance of this recommendation, two commutation 
plans, providing for restoration after 7 years and 14 years, were proposed to be 
offered to the employees. The scheme is stated to have been shelved and a decision 
taken to maintain the status quo because application of the revised commutation 
factors resulted in a loss to the civilian personnel other than those in Group ’ D' as 
well as the defence personnel, this being more pronounced and of the order of 2 to 
28 per cent in the case of Defence Officers and of 12 to 40 per cent in respect of 
Personnel Below officers' Ranks. 

136.9 We are also unable to accept the suggestions that the commuted 
portion of the pension should be progressively restored in three equated instalments 
spread over 15 years or on a pensioner attaining the average age of survival 
assumed in the computations because it would be contrary to the basic'principles 
governing the scheme of commutation. Apart from the fact that the commuted 
value is not fully adjusted in five or ten years, it would be incorrect, in our view, to 
restore the commuted portion without taking into account the element of interest, 
w hich, in any case, is levied only at the concessional rate of 4.75 per cent per 
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annum The following observation of the Supreme Court in the Common Cause 
case would also be of relevance in this context 

" in dealing with a matter of this nature, it is not appropriate 
to be guided by the example of life insurance, equally unjust it 
would be to adopt the interest basis. On the other hand, the 
conclusion should be evolved bv relating it to the years of 
purchase' basis and an addition of two years necessary for the 
recovery of interest". 

136.10 As mentioned earlier, the commuted value of pension receivable 
currently by an employee retiring at the normal age of 58 years is equal to 10.46 
years' purchase. We have, however, separately recommended that the age of 
superannuation be raised from 58 to 60 years. Consequently, the commutation 
value m respect of employees superannuating at the age of 60 years and commuting 
a portion of pension within a period of one year would be equal to 9.81 years' 
purchase. After adding thereto a further period of two years for recovery of interest 
in terms of the observ ations of the Supreme Court, it would be reasonable to 
restore the commuted portion of the pension after 12 years, instead of 15 
years as at present. We recommend accordingly. In arriving at this decision, 
we have also taken note of tire fact that several State Governments, such as Kerala, 
Madhya Pradesh, Orissa and Punjab, now permit restoration after a similar period 
of 12 years. 

136.11 A related issue is whether the period on expiry of which the 
commuted portion should be restored is to be reckoned from the date (a) of 
retirement in terms of the judgement of the Supreme Court, (b) of submission of 
the application, or (c) from which the commutation commences after processing the 
application. It has been submitted that it would be more appropriate to reckon the 
period from the date,of submission of the application because the commutation 
becomes absolute and the pensioner becomes entitled to receive the commuted 
value as soon as this is done. Yet another suggestion received by us is that, 
because the payment of commuted value is delayed on account of administrative 
reasons, the commuted amount payable for the period of such delay should be 
deducted from the lump sum amount due to the pensioner, and the full pension 
restored on expiry of the prescribed period reckoned from the date of retirement. 

136.12 We have carefully considered these suggestions. The decision of 
tire Supreme Court that the commuted portion should be restored 15 years after the 
date of retirement was based on the assumption that commutation is applied for at 
the time of retirement itself and not subsequently. Apart from the fact that 
commutation can be applied for any time after one's retirement, a pensioner 
continues to draw' the full pension till such time as the commuted value is disbursed 
to him and the reduction in pension commences only on payment thereof In the 
circumstances, it is but logical that, when the commutation itself is applied for only 
subsequent to retirement, the period for restoration should be reckoned from actual 
date of commutation and not from the date of retirement. Besides since the 
commutation value is computed with reference to the age of the pensioner on his 
next birthday, the commutation factor remains constant for a year and changes only 
after the birth anniversary. In the context of our general emphasis on simplifying 
and rationalising procedures, we are also unable to accept the suggestion that the 
commuted amount payable for the period of any administrative delays should be 
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deducted from the lump sum amount due to the pensioner and the lull pension 
restored on expiry of the prescribed period reckoned from the date of retirement 
Having regard to all relevant factors, we recommend that the commuted 
portion of pension should be restored after a period of 12 years reckoned 
from the actual date of commutation. We would, however, urge Government 
to ensure that the commuted value is disbursed promptly to the pensioners, 
and in any case not later than 90 days from the date of submission of the 
necessary application. 


COMMUTATION TABLE 


136.13 The commutation tabic having been last revised more than two 
decades ago in March 1971, it has been represented that it should be reviewed and 
revised, taking into account factors such as increase in longevity, improvements in 
pay structure, rise in consumer price index and devaluation of the rupee. It has also 
been suggested that the tabic should be revised to enable payment of the commuted 
value at twice the present number of years of purchase without lowing any notional 
interest on the commuted value. While improvements in the pay structure 
suggested by us. inter aha, take into account the changes in the consumer price 
index during the period intervening between two pay revisions, their impact would 
in any case be reflected in die commuted value payable with reference to the revised 
scales of pay suggested by us. The suggestion that the commuted value should be 
paid at twice the number of years of purchase, w aiving the interest element, w'ould 
not also appear to be logical. The rate of interest assumed for the purpose is also 
substantially lower than the rate of interest of 12 per cent paid by Government on 
employees’ subscriptions to the Provident Fund and that paid on its own 
borrowings. 

136.14 we have been informed by the Department of Pension and 
Pensioners' Welfare that the question of revision of the current commutation table 
was considered on three occasions m the years 1975, 1978 and 1982 The reviews 
then undertaken revealed that whereas there had been little improvement in the 
mortality rates, the rates of interest had increased significantly and the former w as 
found to be not adequate enough to compensate for the latter. According to the 
Department, revision of the commutation table would consequently have resulted 
in a net reduction in the commutation value, which would have put pensioners to 
loss. The Department has further informed us that determination of the commuted 
value w ith reference to variable multiplier factors had ceased to be relevant after 
the Supreme Court judgement providing for restoration of the commuted portion 
after 15 years and because of the commutation factors were no longer linked to the 
prevailing interest rates. They have therefore, suggested adoption of a common 
multiplier of 10 or 12 for all civilian Central Government employees irrespective 
of their age at the time of submission of the application for commutation and 
exclusion of members of the Armed Forces from this dispensation. 

136.15 On careful consideration, we are unable to accept the suggestion 
because it is not based on any actuarial studies and can best be considered to be an 
ad hoc solution. Besides, the exclusion of the Armed Forces personnel, as 
proposed, would be contrary to the views expressed by the Apex Court in the 
Common Cause case that the same benefits as were applicable to the civilian 
pensioners should also be extended to the members of the Armed Forces. As we 


1823 : 




Commutation of 
Family Pension 


have pointed out earlier in the chapter on "Central'Government Employees’ Group 
Insurance Scheme", based on various studies and such statistics of life expectancy 
and mortality as arc available as well as the improvements in health delivery 
systems, it would not be unreasonable for us to assume that life expectancy would 
have improved further during the Eighties and early Nineties, with a corresponding 
decline in mortality rate The question of revision of the commutation table 
having been last considered as early as 1982, there would appear to be a case 
for a detailed review of the mortality rates with a view to devising a 
commutation scheme based on current data, which would be more 
representative and closer to ground realities. Till such time as this is done, 
we would recommend that the status quo may be maintained 


FAMILY PENSION 


136.16 It has also been urged that commutation of family pension should 

be permitted We feel that a clear distinction ought to be made between pension 
and family pension. Pension is considered to be a property and deferred wage, and 
the basic concept of the commutation scheme is that the amount paid as lump sum 
should be recovered over a period of time by a reduction in the monthly pension 
On the other hand, family pension is essentially a social security scheme devised 
by government for the welfare of the families of deceased government servants and 
pensioners. The right to receive family pension also passes from the spouse to the 
children, all of whom have an interest in the family pension. We do not, 
therefore, recommend commutation of family pension. 
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’P&tAioK Stnuctwie 


INTRODUCTION 


137.1 We are required to examine the existing pension structure for 

pensioners including death-cum-retiremcnt benefits. Though the words "past 
pensioners" have not been mentioned in para 2(c) of our Terms of Reference, yet 
we have included them in the scope of our enquiry because we are of the opinion 
that pensioners both past and future are a homogeneous class. This view has also 
been held by the Supreme Court in its judgement dated 17.12.1982 in the case of 
D.S. Nakara and others versus Union of India. The death-cum-retirement benefits 
for civilian employees have been considered by the previous four CPCs For the 
personnel of the armed forces, these benefits were considered for the first time by 
the Third CPC, followed by the Fourth CPC. 


POPULATION OF PENSIONERS 


137.2 According to the information contained in the brochure of the 

Central Pension Accounting Office entitled "CPAO Highlights 1994-95", there 
were 32.33 lakh pensioners, including family pensioners, as on April 1,1995, of 
which 16.66 lakhs were defence pensioners. The number of family pensioners in 
the year 1993-94 as intimated by the Department of Pension and Pensioners' 
Welfare was estimated to be 4.5 Lakhs (both civil and defence). The 
Ministry/Department-W'isc break-up of pensioners for the period 1990-91 to 

1994-95 is given in the following Table. ________ 

Department-wise Distribution of Pensioners 
(including Family Pensioners) 

_ (Number in Lakhs) 


Ministry/ 

Department 

1990-91 

1991-92 

1992-93 

1993-94 

1994-95 

Defence 

15.74 

15.85 

16.00 

16.13 

1666 

(including the 
armed forces) 
Railways 

06.86 

07.26 

08.19 

08.63 

09 00 
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Postal 
Telecom 
Other Civil 
Departments* 


Department-wise Distribution of Pensioners 
(including Family Pensioners) 

_ (Number in Lakhs) 


01.51 
00 43 
02.79 


01.58 
00 47 
03.06 


01.65 
00.51 
03.37 


0172 02 09 

00.58 00 66 
03.64 03.92 


Total 27.33 28.22 29.72 30.70 32.33 


* Includes Freedom Fighters numbering 1.62 Lakhs (approximately) upto 
the year 1994-95. 

137.3 Slab-wise break-up of those civil pensioners who retired during 

the financial years 1993-94 and 1994-95 is given in the following Table 


Slabwise Distribution of Pensioners (including 
Family Pensioners) who retired during the 
financial years 1993-94 and 1994-95 


Basic pension Superannuation pension Family pension 



1993-94 

1994-95 

1993-94 

1994-95 

Upto Rs 500 

5,374 

3,976 

1,562 

1,705 

501-1.000 

9,763 

9,477 

2,051 

2456 

1,001-1,500 

4,502 

4,558 

350 

336 

1,501-2.000 

2,332 

2,207 

12 

21 

2,001-2,500 

792 

808 

5 

7 

2,501-3.500 

298 

353 

- 

- 

3,501-4,500 

117 

122 

- 

- 

Total 

23,178 

21,501 

3,980 

4,525 


PENSION EXPENDITURE 


Department-wise 1 37 4 The expenditure on pensions has been increasing over the years. 

break-up The details of Central Government pension expenditure as per appropriation 

accounts and as contained in the brochure of Central Pension Accounting Office 
"CPAO Highlights 1994-95" for the period 1990-91 to 1995-96 arc as under 
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Xakara case 


Department-wise Break-up of Expenditure on all 


Pensioners, 1990-1996. 


Ministry/ 1990-91 1991-92 1992-93 1993-94 1994-95 

1995-96 

Department 

m 


(Expenditure in crorcs of Rupees) 


Defence 

1.670.12 

1,840.07 

2.312.77 

2.530.76 

2.730.83 3,200.00 

Railways 

902.10 

1,050.71 

1,260 96 

1,487.85 

1,68600 2,090.00 

Civil # 

533.70 

662.97 

785.24 

908.42 

1,037.77 1,108.65 

Postal 

150.27 

182.23 

203.59 

227.43 

253.41 

313.84 

Telecom 

60.46 

72.27 

85.66 

105.02 

156.27 

199.44 

Total 

3,316.65 

3,808.25 

4,648.22 

5,259.48 

5,864.28 6,911.93 


U Includes Rs. 103.86 crorcs towards pension to Freedom Fighters 


LANDMARKS IN DEVELOPMENT 


137.5 The general practice in the past was to give the benefit of 

improvements in pension structure from a prospective date. A major change in the 
rules governing grant of pension was the introduction of the slab system for 
calculation of pension with effect from March 31, 1979. This liberalisation came 
up for consideration before the Supreme Court. The Apex Court in its judgement 
dated 17.12 1982 in the ease of D.S. Nakara versus Union oflndia (AIR 1983.SC 
130) held that all Central Government pensioners were entitled to pension vv.c.f. 
1.4.1979 as computed under the slab system, irrespective of the date of their 
retirement This was the first time that the benefit of improvements in the 
pension structure was extended to pensioners who had retired prior to the 
date from which improvements became effective. The following improvements 
in pensionary' benefits were extended to past pensioners in terms of Nakara 
judgement 

(a) Application of slab system for calculation of pension, 

(b) Calculation of average emoluments over the preceding ten months instead 
of thirty six months; 

(c) Benefit of qualifying service up to 33 years instead of 30 years; 

(d) Raising the ceiling on pension to Rs. 1,500 per mensem; 

(e) Extension of benefit of minimum pension. 
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RECOMMENDATIONS OF FOURTH PAY COMMISSION 


1 .'7 (i On the recommendations of Fourth Pay Commission, the benefit 

of the following improvements in pensionary benefits was also extended to all 

existing pensioners 

i) Additional relief ranging between 10% and 15% of the amount of pension 
plus graded relief to those in receipt of pension upto Rs 500 per mensem; 

u) Stepping up of graded relief to about 75% of pensioners in receipt of 
pension above Rs 501) per mensem without any ceiling, 

in) Difference between amount of pension calculated at 50% of average 
emoluments and the slab system. 

iv) Consolidation of pension by merging basic pension, graded relief, 
additional relief and difference between pension calculated at 50% and 
slab system and treating the consolidated amount of pension as the basis 
for the grant of relief in future. 

v) extension of benefit of minimum pension. 

vi) Payment of Dearness Relief at the same rales as admissible to serving 
employees after index average 608 


CONCEPT OF PARITY IN PENSION/EQUALISATION OF 
PENSION/ONE RANK ONE PENSION 


The Concept 


Defence 

Ministers 

Committee 


137 7 The concept of parity, which is also known by the term 

Equalisation of Pension, means that past pensioners should get the same amount 
of pension which their counterparts retiring on or after 1 1.1996 from the same 
post will gel irrespective of the date of retirement or the emoluments drawn at the 
lime of retirement of the past pensioners The concept of parity in pension pre¬ 
supposes the existence of a universally acceptable system by which comparison can 
be drawn between past and current retirees. The only possible manner in which 
this can be made possible is by introducing the system of Rank Pension or one 
pension for one grade At present the system of Rank Pension is in vogue only for 
personnel below officer rank in the armed forces. Under this system, if the person 
has held the rank, from which he retires for ten months or more, his pension is 
calculated with reference to emoluments at the maximum of the scale of pay 
attached to the rank irrespective of the actual pay drawn by him. If he has not held 
the said rank for the minimum period of ten months, his pension is computed with 
reference to maximum pay of the next lower rank which he held for ten months 

137 8 The demand for One Rank One Pension for the Ex-Scrviccmcn 

was considered by the high-level empowered Committee under the Chairmanship 
of Defence Minister, with which some Members of Parliament and retired armed 
forces officers were also associated The Committee did not recommend 
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acceptance of the demand of One-Rank-One-Tension However, on its 
recommendations, the Government sanctioned One Time Increase in pension to 
pre-1 I 1986 cx-scrviccmcn 


REASONS FOR DISPARITY IN PENSIONS 


137 9 Apart from making ad hoc improvements in pensionary benefits, 

there has also been a practice of merging the full dearness allowance or a part 
thereof in the pay. for working out the rcckonablc emoluments for computation of 
pension. The merger of DA has been done from time to time since the pay scales 
recommended by the First Pay Commission came into force Government servants 
who retire after revision of pay scales get more pensionary benefits This is due to 
the reason that revised pay scales arc higher than the pre-revised scales on account 
of merger of DA in pay and also other benefits in fixation of pay in the revised 
scales of pay. The other reasons responsible for disparity in pensions arc 

i ) Lack of a regular scheme of DA to serving employees or DR to pensioners 

prior to 1 1.1973. They were granted DA/DR on ad hoc basis from time 
to time and these were also confined to low-paid cmployccs/pcnsioncrs 
only. 

li) Latent anomalies created by the scheme of D. A. itself introduced on the 

recommendations of Third Pay Commission. 

in) Lack of corclation between DA to serving employees and DR to 
pensioners 

iv) Grant of Interim Relief to serving employees at various points and these 
were counted as emoluments for pension 

v) Grant of DR on additional pension which became admissible on the 
merger of DA at index averages 272, 320 and 568, resulting in over 
compensation against rise in the cost of living. 


PRESENT POSITION 


37 10 Mainly because of the reasons mentioned in the preceding 

paragraph, past pensioners arc in receipt of varying amounts of pension though 
they- had retired from broadly comparable posts \vith the same length of qualifying 
service The difference in the amount of basic pension alone between pre- 
1.1.1986 and post 1.1.1986 retirees up to the level of Director works out to 
Rs.500 and more, whereas in respect of officers of the rank of Joint Secretary 
and above, the difference ranges between Rs.850 and Rs.l 240. If the dearness 
relief and interim reliefs arc added to the basic pension, the difference would range 
between more than two-and-a-half times and more than two times of the above 

ft 

amounts respectively, because of varying percentages of neutralisation. 

137.11 All the pensioners' associations and unions of employees which 

appeared before us to tender oral evidence made a forceful plea to grant absolute 
parity in pensions of past and future retirees on the ground that such a principle had 
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already been conceded in the ease of Judges of Supreme Court. High Courts. 
Comptroller and Auditor General of India and to a great extent in respect ol 
personnel of armed forces up to certain levels by the grant of One Time Increase 
(OTI) 

137 12 We have given our most sympathetic consideration to the 

submissions made and also taken note of the fact that at the time of grant of OTI. 
pension of all the pre-1973 defence pensioners was brought up to the level of 
post-1.1 1973 retirees. In the ease of Sepoy pensioners, pension of pre-1986 
retirees was stepped up to 95% differential with reference to pension of 
post-1.1.19X6 retirees. In the ease of the other personnel below officer rank, their 
pension was stepped up with reference to the pension admissible on 1 I 19X6 but 
with a slight reduction in a graded manner by Rs. 10 per month if the length of 
service was 15 years and by an additional Rs.2 p.m. for every additional year of 
service up to 24 years of service. It is thus clear that the principle of ncai parity in 
pension has already been accepted between pre and post-1986 retirees for ranks up 
to N/Subedar with 24 years of service, but pension of officers has been depressed 
considerably. There is complete parity in pension among Judges of the Supreme 
Court. High Court and Comptroller and Auditor General of India, irrespective of 
the date of their retirement 

137 13 While it is desirable to grant complete parity in pension to all past 

pensioners irrespective of the date of their retirement, this may not be feasible 
straightaway as the financial implications would be considerable The process of 
bridging the gap in pension of past pensioners has already been set in motion by 
die Fourth CPC when past pensioners were granted additional relief in addition to 
consolidation of their pension This process of attainment of reasonable parity 
needs to be continued so as to achiev e complete parity over a period of time 

137.14 As a follow up of our basic objective of parity, we would 
recommend that the pension of all the pre-1986 retirees may be updated by 
notional fixation of their pay as on 1.1.1986 by adopting the same formula as 
for the serving employees. This step would bring all the past pensioners to 
a common platform or on to the Fourth CPC pay scales as on 1.1.1986. 
Thereafter, all the pensioners who have been brought on to the Fourth CPC 
pay scales by notional fixation of their pay and those who have retired on or 
after 1.1.1986 can be treated alike in regard to consolidation of their pension 
as on 1.1.1996 by allowing the same fitment weightage as may be allowed to 
the serving employees. However, the consolidated pension shall be not less 
than 50% of the minimum pay of the post, as revised by Fifth CPC, held by 
the pensioner at the time of retirement. This consolidated amount of pension 
should be the basis for grant of dearness relief in future. The additions to 
pension as a result of our recommendations in this chapter shall not, however, 
qualify for any additional commutation for existing pensioners 

137.15 While the work relating to revision of pension of pre 1.1.1986 
retirees by notional fixation of their pay shall have to be undertaken by the pension 
sanctioning authorities to be completed in a time-bound manner, we suggest that 
the pensioners should be provided some relief immediately on implementation 
of our recommendations. The pension disbursing authorities may be 
authorised to consolidate the pension by adding (a) basic pension; (b) 
personal pension, wherever admissible; (c) dearness relief as on 1.1.1996 on 
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basic pension only; (d) Interim Relief (I and II) and (e) 20% of basic pension. 
The consolidated pension shall be not less than 50% of the minimum pay, as 
revised by the Fifth CPC, of the post held by the pensioner at the time of 
retirement. This may be stepped up by the pension disbursing authorities, 
wherever feasible, to the level of 50% of the minimum pay of the post held by 
the pensioner at the time of retirement 

137 1 Ci There may be cases where it may not be possible for the pension 

sanctioning authorities to fix the pay of the very old retirees notionally because of 
non-availability of records due to such records having been weeded out or other 
administrative problems In such cases the pension may be revised with reference 
to the minimum pay of the post held by the pensioner, as reused by the 
Government on our recommendations 


ONE-RANK-ONE-PENSION 


13717 It has been suggested that the principle of onc-rank-onc-pcnsion, 

irrespective of the date of retirement, should be implemented in respect of all 
Central Government employees 

137.18 We have considered the suggestion and find that the system of 

rank pension is in vogue only for personnel below officer rank in the armed forces 
We have also noticed that the concept of onc-rank-onc-pcnsion is being used by the 
defence pensioners as a slogan for bringing about parity in pensions of past and 
future retirees. In the case of civilian pensioners, the concept of rank is not very' 
well defined, as there has been a large number of pay scales and hence 
designations Moreover, pension of civilian employees has always been a function 
of emoluments drawn and qualifying service rendered at the time of retirement. As 
such grant of one pension for all those who retired in a particular pay scale is not 
considered justified We do not find any merit in the suggestion and 
recommend continuance of the existing procedure of determining pension on 
the basis of emoluments and qualifying service. 


REVISION OF PENSION WITH REFERENCE TO 
MINIMUM/MAXIMUM OF THE REVISED PAY SCALES 


13719 Some of the pensioners' associations have suggested that pension 

of past retirees should be revised with reference to the maximum pay of the post 
held by the pensioner at the time of retirement, as revised by the Fifth CPC on the 
ground that pension of personnel below officers rank is determined with reference 
to the maximum pay of rank held by them for a minimum period of ten months 
before retirement. Some other association has suggested revision of pension of 
past pensioners by following the same formula as applied for revision of pay of the 
serving employees subject to the condition that the pension should not be less than 
that admissible on the minimum pay of the post, as revised by Fifth CPC. held by 
the pensioner at the time of retirement. 

137 20 Wc have given our careful consideration to the suggestions While 

we do not find any merit in the suggestion to revise the pension of past retirees with 
reference to maximum pay of the post held at the time of retirement, as revised by 
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the Fifth CPC. tlicrc is force in the argument that the revised pension should be not 
less than that admissible on the minimum pay of the post held by the retiree at the 
time of retirement, as revised by the Fifth CPC We have no hesitation in 
conceding the argument advanced hv pensioners that they should receive a 
pension at least based on the minimum pay of the post as revised by Fifth Pay 
Commission in the same way as an employee normally gets the minimum 
revised pay of the post he holds. We recommend acceptance of this principle 
which is based on reasonable considerations 

137.21 The Commission has decided to enunciate a principle for the 

future revision of pensions to the effect that complete parity should normally be 
conceded up to the date of last pay revision and modified parity (with pension 
equated at least to the minimum of the revised pay scale) be accepted at the 
time of each fresh pay revision This guiding principle which we have accepted 
would assure that past pensioners will obtain complete parity between the prc-‘86 
and post-'86 pensioners but there will be only a modified parity between the prc-'% 
and post-’% pensioners. The enunciation of the principle would imply that at the 
time of the next pay revision, say, in the year 2006, complete parity should be 
given to past pensioners as between pre-1996 and post-1996 and modified parity 
be given between the prc-2006 and post-2006 pensioners 


RETROSPECTIVE EFFECT TO THE PRINCIPLE FOR REMOVAL 
OF DISPARITY IN PENSION OF PRE-1986 AND POST-1986 
PENSIONERS/FAMILY PENSIONERS 


137.22 The All India Central Services Pensioners' Association, 
Thiruvananlhapuram has requested the Commission for giving retrospective effect 
to the formula which may be recommended by us for removal of disparity in 
pension/family pension of prc-1986 and post-1986 pensioners/family pensioners. 
The Association has also requested that pcnsion/family pension of past 
pcnsioncrs/family pensioners may be revised in such a way that it is not less than 
the pcnsion/family pension based on the minimum pay of the post held by the 
pensioner, as revised by the Fifth CPC. 

137.23 We have considered the prayers made by the Association and 
taken note of the observations of the Supreme Court made in its order dated 19.9.95 
in Writ Petition No 1026 of 1988 The Apex Court directed the Association to 
represent before the Gov ernment, in case the recommendations of the Commission 
were in favour of the Association, for making those recommendations applicable 
with reasonable rctrospcctivity. The Apex Court said so because the Writ Petitions 
were pending in the Court for the last about one decade. 

137.24 The Commission would invite the attention of the Government to 
its Demi-official communication No.50/4/94-PC(Coord) dated 17 1.1996 addressed 
to all the Secretaries and Heads of Departments clarifying that the Fifth CPC had 
no intention of re-opening past eases or in making any recommendation with 
respect to rectification of anomalies with retrospective effect and that all our 
recommendations will have prospective effect from our recommended dale only 
The Administrative Ministries were requested to settle the past eases at their level 
and clarify to the concerned judicial authorities the restriction on the scope of 
jurisdiction of the Commission whenever such matters came up for hearing In this 
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view of the matter, it would not be desirable for us to make any 
recommendation for giving retrospective effect to the formula for removal of 
disparity in pension/family pension of prc-1986 pensioners/family pensioners 
now recommended by us This aspect of the matter may be decided by the 
Government 


137 25 As for the other part of the prayer made by the Association, we 

have already made in tins Chapter a suitable recommendation that the revised 
pcnsion/family pension shall be not less than that admissible on the minimum pay 
of the post held by the pensioner at the time of retirement or death, as the ease may 
be. as revised by the Government on our recommendations. 


MINIMUM PENSION 


137.26 We have not been able to obtain the. basis for fixing the minimum 

pension from time to lime. The minimum pension fixed from time to time was as 
under: 


Date of effect 


Rupees per mensem 


January 1, 1964 
March 1, 1970 
March 1, 1980 
April 1, 1982 

April 1, 1983 

January 1, 1986 


25 

40 

60 

Pension plus relief to be 
not less than Rs 150. 
Pension plus relief to be 
not less than Rs.160. 
375 


The benefit of minimum pension fixed from March 1, 1970 and onwards was 
extended to past pensioners also. 

137 27 ^s on I 1.1996, the minimum pension plus Dearness Relief plus 

Interim Reliefs 1 and II works out to Rs. 1030. We arc of the view that minimum 
pension needs to be raised. We have separately recommended the minimum salary 
of Rs.2,440 for the lowest.post in the Government. We feel that 50% of minimum 
salary would be a reasonable amount to be fixed as minimum pension We 
accordingly recommend that wherever the existing pension together with 
dearness relief admissible at index average 1510, first two interim reliefs and 
the fitment weightage recommended by us works out to less than Rs. 1,220, the 
same should be raised to Rs.1,220 per mensem. This minimum shall also 
apply to future pensioners. 


BENIFITS TO EMPLOYEES NOT GOVERNED BY PENSION 
SCHEME 


137.28 With the exception of a few specified categories of employees in 

certain departments. Central Government employees arc, by and large, governed 
by the Pension Scheme. Persons appointed on contract for specified periods. 
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superannuated employees who arc reemployed m government, and some of the 
personnel in scientific and technical organisations who entered service at a 
comparatively advanced age were earlier entitled instead to the benefits of the 
Contributory Provident Fund (CPF) Scheme In pursuance, however, of the 
recommendations of the Fourth CPC. all CPF beneficiaries still in service on 
January 1.1 986 were deemed to have come over to the Pension Scheme on that dale 
unless they specifically exercised an option to continue to be governed only by the 
provisions of the CPF Scheme 

137 29 Prior to November 16. 1957, Railway employees were also not 

covered by the Pension Schcn c but by the Slate Railways Provident Fund (SRPF) 
Scheme, similar in scope and content to the CPF Scheme Following the extension 
of the Pension Scheme applicable to other Central Government employees to them 
with effect from November 16. 1957, only such of those employees as did not opt 
to switch over to the Pension Scheme continued to be covered by the SRPF 
Scheme 

137.30 The present position, therefore, is that the large majority of 

Central Gov ernment employees arc governed only by the provisions of the Central 
Civil Services (Pension) Rules. 1972 Apart from those who superannuated prior 
to January 1. 1986 and opted to continue to be governed either by the CPF Scheme 
or the SRPF Scheme, the provisions of these schemes are now applicable only to 
those appointed on contract for specified periods, superannuated employees who 
arc reemployed in government, and those employees in regular service as on 
January I. 1986 who had specifically opted to continue under the contributory 
scheme 

137 31 The Pension Scheme has been periodically liberalised conferring 

additional benefits on Central Government pensioners Those covered by the 
contributory provident fund schemes, however, arc entitled to receive from 
Government at the time of their superannuation only the matching contribution of 
8 33 per cent along with interest at the applicable rate, which has progressively 
increased from 7 per cent in 1974 to 12 per cent during 1985-86 Dearness Relief 
sanctioned to pensioners from time to lime is also not extended to them. It has, 
therefore, been a long-standing demand of the CPF/SRPF beneficiaries that the 
benefits which had accrued to the pensioners as a result of the periodical 
liberalisation of the Pension Scheme should also be appropriately extended to them. 

137 32 The Fourth CPC had considered this question in some detail and 

had observed that since the pension and contributory provident fund schemes were 
structurally different, equality of benefits under the two schemes was not feasible 
Recognising, however, that the CPF/SRPF beneficiaries who had superannuated 
on comparatively lower scales of pay deserved some relief, the Commission had 
recommended, inter aha. that (a) all CPF/SRPF beneficiaries who had retired prior 
to March 31, 1985 on a basic pay of up to Rs. 500 per month may be paid an ex 
gratia of Rs 300 per month, which would be in addition to the benefits already 
received by them under the contributory scheme, and of Rs. 150 per month to the 
widows and dependant children of deceased beneficiaries, (b) the ex gratia amount 
may be reviewed as and when dearness relief is sanctioned to pensioners; (c) those 
who opted to continue to be governed by the contributory scheme even after 
January 1. 1986, should not be eligible on their superannuation to the ex gratia 
payment recommended for the retired CPF/SRPF beneficiaries, and (d) 
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Government mas consider die feasibility of giving an option to all other CPF/SRPF 
bcncliciancs to come over to the Pension Scheme with effect from January I, 19X6, 
subject to their refunding the entire Government contribution received by them at 
the liiiiw of superannuation, inclusive of interest thereon Government, however, 
accepted only the recommendation in regard to payment of ex gratia of Rs 150 per 
month to the widows and dependant children of deceased beneficiaries. 

137 33 We have received a very large number of representations from 

•ndividuals (particularly Railway employees), the All India Retired Railwaymcn's 
Federation, the All India Retired Railwaymcn (PF Terms) Association and a host 
of other associations urging that the recommendation of the Fourth CPC on 
payment of ex gratia to the surviving CPF/SRPF beneficiaries should be 
implemented retrospectively with effect from January 1, 1986 and that its quantum 
should also be increased so as to be equal to the minimum pension. Other demands 
arc that the ex gratia amount admissible to the widows and dependent children of 
deceased employees should be enhanced and CPF/SRPF beneficiaries should be 
given another option to switch over to the Pension Scheme on their refunding the 
contribution made by Government. Some beneficiaries have also suggested that 
the fresh option should be extended without insisting upon the refund of the 
Government contribution but subject to adjustment of the ex gratia that should 
have been paid to them with effect from January 1, 1986 in terms of the 
recommendation of the Fourth CPC 

137 34 , We have been informed by the Department of Pension and 
Pensioners' Welfare that the recommendations of the Fourth CPC relating to the 
pavmcnt of ex gratia to the surviving CPF/SRPF beneficiaries and extension of a 
fresh option to them to switch over to the pension scheme were not accepted by 
Government, mainly in consideration of the additional financial burden that this 
would entail and the likely repercussions in other sectors which had adopted the 
CPF Scheme. 

137.35 In 1986 and 1989. a batch of writ petitions and a special leave 

petition had also been filed in the Supreme Court by the All India Retired 
Railwaymen (PF Terms) Association and a number of other individuals praying for 
relief on this account. In their submissions, the petitioners had largely relied upon 
decision of the court in the Nakara Case on treatment of past and future pensioners 
alike, whenever the pensionary benefits were liberalised leading to the pension 
structure itself being altered Dismissing this analogous cluster of petitions, in its 
judgement of July 1990 {(1990) 4 SCC 207), the Supreme Court had held inter 
alia that those who did not opt for the Pension Scheme had ample opportunity to 
choose between this scheme and the SRPF scheme and that the cut-off dates 
prescribed from time to time for exercising an option were not arbitrarily chosen 
but had a nexus with the purpose for which the option was given. The Court had 
observed that those who retired on a pension alone were treated as a homogeneous 
class in the Nakara case, and it was never held that those who were governed by the 
Contributor}' Provident Fund scheme also formed a homogeneous class along with 
those governed by the Pension Scheme. 

137 36 According to the Apex Court, the government’s legal obligation 

under the Railway Contributory Provident Fund ended on the retirement of an 
employee, whereas it began on retirement under the Pension Scheme The rules 
governing the Provident Fund Scheme being entirely different from those governing 
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the Pension Sclicnic. the legal position enunciated by the Court was that the rights 
of each individual employee governed by the former finally crystallised on his 
retirement whereafter no continuing obligation remained while, on the other hand, 
the obligation continued till the death of employees governed by the latter The 
Court had. therefore, held that it would not be reasonable to argue that what was 
applicable to those covered by the Pension Scheme must also be equally applicable 
to those governed by the Provident Funds Scheme and that to say legally that the 
Slate’s obligation towards employees governed by the CPF Scheme is the same as 
that towards those who retired on a pension would amount to legislation by 
enlarging the circumference of the obligation and converting a moral obligation into 
a legal one Referring to the view of the Fourth CPC in recommending only ex 
gratia benefits to the CPF/SRPF beneficiaries was that the pension and provident 
fund schemes were structurally different, the Apex Court had. however, observed 
that the ex gratia may be suitably increased 

137.37 According to the information made available to us by the Ministry 

of Railways, a proposal initiated by them in 1992 for the grant of ex gratia pension 
to the pre-1986 SRPF beneficiaries on a graded scale ranging from Rs 375 to 
Rs 750 per month had been under consideration since then in consultation with the 
Department of Pension and Pensioners’ Welfare and the Department of Expenditure 
and a decision had been taken recently by the Prime Minister that our 
recommendations on this question should be awaited. We have also been informed 
that, apart from the option given to them in 1957 to switch over to the Pension 
Scheme, the SRPF beneficiaries were extended similar options whenever 
substantial changes were effected in the pension structure for Central Government 
employ ccs. In all. such options were made available on twelve occasions in the 
past, the last being in May. 1987. 

137 38 While agreeing with the proposal submitted by the Ministry of 

Railways in this regard in 1992, the Department of Pension and Pensioners’ 
Welfare had. however, suggested that (a) the payment proposed being ex gratia in 
nature, it should not be described as pension so as to avoid possible legal 
complications, (b) it should be only prospective; (c) the benefit should be 
confined only to those who had completed at least twenty years of continuous 
service pnor to superannuation so as to avoid any discrimination against temporary 
employees in the pensionable establishment who had retired without any pension; 
(d) the ex gratia may be sanctioned at a flat rate instead of on a graded scale. 

137.39 In so far as the question of enhancement of the quantum of ex 

gratia payment to the widows and dependants of deceased CPF/SRPF beneficiaries 
is concerned, the Department is of the view that though there is no correlation 
between the quantum of ex gratia payment and the minimum family pension 
admissible to the families of those deceased employees governed by the Pension 
Scheme, some relativity between the two shall have to be maintained. Any increase 
in the minimum family pension should, therefore, be reflected in the ex gratia 
payment as well. According to the Department, in the context of the fact that the 
outgo on account of ex gratia payments would decrease progressively over a period 
of time because the Contributory Provident Fund Scheme has been abolished for 
Central Government employees with effect from January- 1, 1986 and that the 
families of those employ ees who opted to continue under the scheme even after this 
date arc in any ease not entitled to the ex gratia payments, there may not be a strong 
ease, even from the budgetary angle, to maintain too much of a differential between 
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the c.\ gratia payment to the widows and dependant children of CPF/SRPF 
beneficiaries and the minimum family pension. 

137 40 flic proposal of the Ministry of Railways had not. however, found 

favour with the Ministry of Finance (Department of Expenditure) primarily on the 
ground that the financial implications of payment of ex gratia ranging from Rs. 
375 to Rs 750 per month to the I 20 lakh CPF/SRPF beneficiaries would be in 
the region of about Rs. 125 crorcs per annum and that acceptance of the proposal 
would also lead to similar demands from the CPF beneficiaries in the public sector 
undertakings and autonomous bodies 

13741 We have considered this question carefully In terms of the 

unambiguous judgement of the Supreme Court, the CPF/SRPF beneficiaries, being 
a distinct category, cannot obviously claim, legally and technically, such benefits 
as have been extended to the pensioners. Further, an option having been given to 
the SRPF beneficiaries on as many as twelve occasions to switch over to the 
Pension Scheme, it cannot also be argued that they were not given a reasonable 
opportunity to do so. It is, however, a fact that employees governed by the Pension 
Scheme, including past pensioners, have been extended substantial benefits in 
pursuance of the recommendations of successive Pay Commissions and in the light 
of the judgement of the Supreme Court in the Nakara ease. On the other hand, 
those covered by the CPF Scheme have had to remain content with the lumpsum 
amounts received by them at the time of superannuation. The gap between the 
CPF/SRPF beneficiaries and the employees covered by the Pension Scheme would 
widen further and the differences would be accentuated as a result of the substantial 
improvements that we have proposed in the pension structure It is also somewhat 
anachronistic that while the payment of an ex gratia has been agreed to in the ease 
of families of deceased CPF/SRPF beneficiaries, this should have been denied to 
the surviving employees who arc exposed as much to the impact of inflation In the 
circumstances, we arc of the considered view that a sympathetic and humanitarian 
approach is called for in this ease Though it would be inappropriate to accept the 
principle of parity between the surviving CPF/SRPF beneficiaries and pensioners, 
ex gratia payments could, however, be extended to the former. 

137.42 We have also taken note of the reservations of the Department of 

Expenditure on the Railway Ministry's proposal. The financial implications of the 
proposal computed by the Department arc based on the assumption that there are 
about I 20 lakh CPF/SRPF beneficiaries. This was, however, an estimation made 
by the Fourth CPC as far back as in 1986. A decade having elapsed since then, the 
number of beneficiaries would not have remained static and is likely to be 
significantly lower. According to an assessment made by the Ministry of Railways, 
the number of surviving SRPF beneficiaries in 1991 was only 60,000 and this is 
likely to have dwindled further between 1991 and 1996 While data on the number 
of surviving CPF beneficiaries is not readily available, it would not be 
unreasonable to assume that there would have been a corresponding reduction in 
their numbers as well since 1986 As regards the apprehension of the Department 
that acceptance of the proposal would lead to similar demands from the CPF 
beneficiaries in the public enterprises and autonomous bodies, the present trend in 
the public, and even in the private, sector is to introduce pension schemes for the 
employees in replacement of the CPF Scheme and, following the launching of the 
Employees' Pension Scheme in November 1995, a large number of public sector 
employees have switched over to the Pension Scheme, which has the inherent 
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ad\ milage of prov iding an assured and regular monthly income In the changed 
aicumstanccs. therefore. the impact, if any in oilier sectors would be considerably 
minimised 

! 37 43 Alter careful consideration of all relevant factors, we make the 

following recommendations 

(a) Having due regard to the fact that the pension scheme and the 
contributory provident fund scheme were structurally different, we 
do not concede the demand of the CPF/SRPF beneficiaries for total 
parity with employees governed by the pension scheme. The Apex 
court has also held (1990) 4 SCC 207) that the rules governing the 
provident fund and its contribution are entirely different from the 
rules governing pension. It would not therefore, be reasonable to 
argue that what is applicable to the pension retirees must also equally 
be applicable to PF retirees 

(b) The ex gratia may be sanctioned at a flat rate because more than 98 
per cent of CPF/SRPF retirees who are sought to be extended the 
benefit of ex gratia payment belong to Groups 'C' and 'D' who had 
retired on comparatively lower scales of pay. 

(c) The benefit may be confined only to those who had rendered at least 
twenty years of continuous service prior to their superannuation, so 
as to avoid any discrimination against temporary employees in the 
pensionable establishments who had retired without any pension 

(d) An ex gratia amount may be sanctioned (2) Rs. 600 per month, which 
is approximately 50% of the amount of minimum pension 
recommended by us separately for those covered by Pension Rules. 
Dearness Relief payable from time to time shall also be admissible. 

(c) The ex gratia payment, Dearness Relief and Interim Reliefs I and II 

already received by those who had retired on pay of upto Rs. 500 per 
month may be so adjusted that the total ex gratia amount is not less 
than Rs. 600 per month. 

(0 With a view to maintaining some relativity between family pension 
and ex gratia to the widows and dependants of the CPF/SRPF 
retirees, we recommend that the ex gratia payment to the surviving 
widows and dependant children of CPF/SRPF beneficiaries may be 
enhanced to Rs. 600 per month plus Dearness Relief as admissible 
from time to time. 

(g) The benefits now proposed will not be admissible to those CPF/SRPF 
beneficiaries who were in service on January, 1986 and specifically 
opted to continue to be governed by the CPF/SRPF scheme. 

(h) In view of the fact that CPF/SRPF retirees had already been given 
adequate number of options to switch over to the pension scheme as 
and when substantial improvements were made in the pension scheme 
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and the practical difficulties involved in retrieval of records and 
adjustments to be made, the demands for another option to switch 
over to the pension scheme on their refunding the contribution made 
by the Government or without insisting upon the refund of the 
Government contribution subject to adjustment of the ex gratia that 
should have been paid to them with effect from January 1, 1986 in 
terms of recommendation of the Fourth CPC, are not accepted. 

(i) The payment proposed being ex gratia in nature, it should not be 
described as "pension" 

(j) All our recommendations shall have prospective effect. 
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DEARNESS RELIEF 


138 I Prior to August 1, 1973. there was no regular scheme for 

compensating pensioners for erosion in the real value of their pensions due to 
increase in prices. However, on four occasions between April 1,1958 and January. 
1973. certain temporary/ad hoc increases were sanctioned by the Government as 
a compensation against price rise which was considered to be a temporary 
phenomenon, as the prices were expected to stabilise Having this aspect in mind, 
the various Commissions and Committees appointed by the Government 
recommended compensation mainly to low paid empioyccs/pcnsioncrs, who 
according to them were likely to be more affected by the price rise. 

Ad hoc increases 138.2 The first temporary increase, ranging between Rs. 10 and 

mpension Rs. 12.50, was sanctioned in April, 1958. The second ad hoc increase ranging 
between Rs 5 and Rs.10 was sanctioned in October, 1963. The third adhoc 
increase @ Rs. 10 per mensem with an overall ceiling of Rs.220 on pension plus ad 
hoc increase was sanctioned in September, 1969. The fourth ad hoc relief ranging 
between Rs. 15 and Rs 35 was sanctioned in January, 1973. 

138 3 The Third CPC conceded the demand of pensioners for protecting 

their pension from erosion on account of possible increases in the cost of living. It 
however, did not accept the suggestion that relief to the pensioners should be 
allowed at the same rate as was applicable to the serving employees, as the family 
and other responsibilities of a pensioner were not considered to be of the same 
order as of a serving employee. Having regard to the above considerations, they 
recommended that all future pensioners, irrespective of the amount of pension 
drawn by them should be given a relief at the rate of 5% of their pension subject 
to a minimum of Rs.5 and a maximum of Rs.25 per mensem for every 16 point rise 
in the 12 monthly average of the All India Working Class Consumer Price Index 
(1960=100). 


Historical 

background 


: 1840; 




\ feeder of I). ( 
with pay for 
pensionary 
benefits 


; Quanlum of 
rationalisation 


138 4 The above recommendation of the Third CPC was implemented 

bv the Government A modification in the scheme was made from December 1. 
19X0 when Government decided to give Dearness Relief (DR) to pensioners for 
even 8 point increase in index average (tfj 2.5% of pension subject to a minimum 
of Rs 2.50 and a maximum of Rs 12.50 per mensem 

138 5 The above scheme provided for neutralisation of about 62 per cent 

to pais loners drawing pension uplo Rs 500 per mensem. With the merger of DA 
up to index average 272 with pay for pensionary' benefits with effect from 
September 30. 1977, the neutralisation went up to 85 percent for the pensioners 
who retired thereafter because no change was made in the formula for the grant of 
DR in the ease of those retiring on or after September 30, 1977 and they got the 
benefit of DR even on additional pension which became admissible on the merged 
DA Two more mergers of DA with pay upto index average 320 and 568 took 
place on January 31, 1982 and March 31, 1985, raising the neutralisation to 100 
and 178 per cent respectively because of no change in the formula for the grant of 
DR It would thus be seen that pensioners drawing pension up to Rs. 500 and 
retiring on or after the dates of merger were over-compensated with every' merger 
of DA with pay for the purpose of pensionary benefits ranging between 85 and 178 
per cent, whereas the DR to pensioners drawing pension above Rs. 500 per 
mensem was pegged to Rs. 12.50 for every 8 point increase in index average 
providing a neutralisation of 62 per cent. 

138.6 Between 1.1.1973 and 31 12.1985 (the intervening period 

between Third and Fourth Central Pay Commissions), the index average rose from 
200 to 608 points resulting in the grant of 51 instalment of DA to the serving 
employees and an equal number of instalments of DR to pensioners. While the 
serv ing employees drawing pay upto Rs. 400 got 4% of their pay for every 8 point 
increase (total 51 x4=204%), the pensioners irrespective of the amount of pension 
got 2.5% fpr every 8 point increase (total 51x2 5=127 5%) Thus, there was a gap 
of 76 5% in the quantum of neutralisation, thereby eroding the real value of the 
pension. The percentage of neutralisation provided to the serving employees vis-a- 
vis pensioners as per scheme of the Third Central Pay Commission is indicated 
below :- 


Serving Employees 


Pensioners 

Pay(Rs) 

percentage 
of neutra¬ 
lisation 

Pension Percentage of 

neutralisation 

(a) Upto Rs. 400 

100 

(a) upto Rs.500 62(bcforc 
merger) 

(b) Rs. 401-1000 

75 

uptoRs.500 85( Aftermerger 

upto Index 
Average 272) 
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Serving F.mployces 


Pensioners 

Pay(Rs) 

percentage 
of neutra¬ 
lisation 

Pension 

Percentage of 
neutralisation 

(c) Rs 1001-2750 

45 

uplo Rs.5()0 

100 (After 
merger up to 

Index Average 

320) 

(d) Rs. 2751-3500 

35 

uplo Rs.500 

178 (After 
merger up to 

Index Average 

568) 



(b>Abovc 

Rs 500 

62 


Anomalies 138,7 Pnorto 1.1.1986, there was no correlation between the scheme of 

discussed DA to serving employees and the scheme of DR to pensioners, resulting in many 

anomalies in as much as progressive merger of DA in pay for computation of 
retirement benefits not only brought in uneven benefits between past and future 
pensioners but also resulted in some eases in future pensioners drawing less 
pension as compared to their counterparts who had retired earlier To reduce the 
impact of such anomalous situations, the Fourth CPC while recommending 
additional relief for past pensioners, aimed at reducing the gap in amount of 
pension of past and future pensioners, also recommended upgradation of DR to the 
level of 75% for those who were in receipt of pension above Rs.500 per mensem. 

introduction of 138.8 Another methodology followed by the Government to lessen the 

personal pension irn p ac t 0 f uneven benefits between past and future pensioners was to allow the 
pensioners retiring on or after 30.9.1977 and 31.1.1982 to exercise an option to 
avail themselves of the merger at index average 272 and 320. At the time-of 
merger of DA at index average 568 with effect from 31.3.1985, no option was 
allowed but a new system of grant of personal pension representing the difference 
between pension calculated at CPI 320 plus DR between CPI 320 and 568 on the 
one hand and pension calculated at CPI 568 on the other was introduced. 

138.9 To overcome further anomalies, the Fourth CPC rationalised the 
scheme of DR to pensioners and related the same to the scheme of DA to serving 
employees It recommended adoption of slabs for regulating DR to pensioners at 
50% of the slabs prescribed for regulating DA to serving employees and 
calculation of DR/DA at the same percentage. This was done with a view to 
ensuring that while pension was 50% of pay, pension plus DR thereon should be 
50% of pay plus DA. This system ensured that in the event of any portion of DA 
being treated as Dearness Pay in future, the pension of future retirees with reference 
to pay plus DP would be exactly equal to the pension plus DR of a pensioner who 
retired before merger. 

138.10 All pensioners associations which appeared before us have urged 
(hat the concept of cent per cent neutralisation against increase in prices should be 


Rationalisation of 
Schema of 
Dearness Relief 


Graded/Dearness 
Relief to 
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recommended, because price increase affects them much more than serving 
employees Hie income of pensioners is already less than 50% of what they drew 
at the time of retirement and all perquisites such as subsidised residential 
accommodation, residential telephone, leave travel concession, medical facilities, 
transportation, news papers/maga/.mes etc have also disappeared 

I ?X 11 We have considered me submissions and taken note of the fact 

that while recommending the grant of DA to serving employees, the First and 
Second CPCs generally proceeded on the assumption that DA was an expedient 
intended to deal with a temporary phenomenon of rising prices. Subsequent events 
have shown a continuous upward trend in prices leading to the recommendation of 
a regular scheme of DA to serving employees and DR to pensioners by the Third 
CPC From the very beginning, the employees in higher pay brackets and 
pensioners drawing pension above Rs.500 have received the benefit of only partial 
neutralisation, resulting in tremendous erosion of their pay/pension It would be 
unrealistic to assume that the personnel in higher pay brackets have any cushion 
left in their salaries in the face of continued sharp rise in prices Similar is the ease 
of pensioners who arc being deprived of cent per cent neutralisation against rise in 
prices for no substantive reason. The erosion in the value of pension of past 
pensioners has been a matter of great concern and a large number of pensioners 
have urged us to fully protect the purchasing power of their pension by accepting 
the concept of cent per cent neutralisation. Having regard to the fact that the long 
term aim of a pension policy should be to provide a reasonable standard of living 
which could be deemed to be satisfactory, we recommend that the 
pensioners/family pensioners should be given relief against price rise on the 
same scale as is being recommended for serving employees. In other words, 
they should receive the benefit of full neutralisation of cost of living. 


ADDITIONAL RELIEF TO PAST PENSIONERS 


138.12 With a view to equalising their pension with reference to the 

pension of post-1.1.1986 retirees, prc-1986 pensioners have suggested the grant of 
graded relief on the pattern of Tamil Nadu Government, which has sanctioned 
v arying percentages of graded relief for pensioners who retired at different points 
of time. Since we have conceded the demand for complete parity in pension 
of past retirees with reference to pension of post-I.M986 retirees by notional 
fixation of their pay, the need for grant of graded relief has become 
unnecessary 


MERGER OF PERSONAL PENSION WITH PENSION FOR DR 


138.13 Pensioners who reured between 31.3.1985 and 31.12.1985 and who 

were granted personal pension have requested for merger of their personal pension 
with pension so as to become entitled for drawal of Dearness Relief which is 
presently being paid on basic pension only We have given our sympathetic 
consideration to the demand made by this section of pensioners who retired 
between 31.3.1985 and 31.12.1985. We have taken note of the fact that personal 
pension was granted to the above retirees whose pension plus D.R. between 
CPI 320 and 568 worked out to be more than pension at CPI 568. This was 
done to ensure that future retirees drawing the same emoluments and having 
rendered the same length of service did not draw pension which was less than 
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that of their counterparts who had retired earlier. Though the Fourth CI’C 
had recommended the payment of a lump sum amount in lieu of personal 
pension so that this did not continue as a separate element in the rationalised 
pension structure, the Government decided not to accept the recommendation 
on the ground of financial implications and the personal pension continues to 
he paid as a separate element without any D.R. thereon 

13X14 The Department of Pension and Pensioners' Welfare have referred 

this matter to the Commission vide their D O No 38/4/96-P&PW(A) dated 
215 19% in pursuance of an order dated 15 3 1996 made by the Bombay Bench of 
the Central Administrative Tribunal in 0 A. No 643/95 in the ease of L G 
Vaishampayan versus UOI 

138 15 Since we have conceded the principle of complete parity in 

pension of past pensioners up to 1 1.1986 and modificd/rcasonablc parity 
thereafter, the pension of all the past pensioners who retired up to 31.12.1985 shall 
be refixed by notional fixation of their pay without taking into account the element 
of D A which was treated as D P and the element of personal pension would 
automatically go away. All the past pensioners shall get the same amount of 
pension as admissible to a post-1.1.1986 retiree, provided they had the same length 
of qualifying service and emoluments. 


FUTURE MERGER OF DEARNESS RELIEF WITH PENSION 


13816 Suggestions have been made for removal of anomalies arising out 

of merger of DA with pay after the recommendations of the Third CPC and also 
due to its restriction to low paid employees Another suggestion made relates to 
maintenance of complete parity between pensioners and serving employees in 
icgard to merger of DA or a portion thereof with basic pay and merger of DR and 
corresponding portion thereof with pension. 

138.17 We have given our careful consideration to the suggestions Since 

we have recommended rccomputation of pension of past pensioners by notional 
fixation of their pay in the revised scales of pay as on 1.1.1986, in the same way as 
was done for serving employees, the anomalies which had crept in due to ('a) 
adoption of different rates of neutralisation for serving employees and pensioners, 
(b) merger of DA with pay for the purpose of computation of pensionary benefits 
without changing the formula for grant of D R., etc, would be removed. As for the 
other submission, in view of the correlation established between DA and DR, 
we would recommend that DR on pension should be merged with pension 
simultaneously, whenever DA is merged with pay for the purpose of 
computation of retirement benefits for serving employees and further DR 
allowed on the consolidated pension (pension plus merged DR). 


PERIODICITY OF PAYMENT OF DEARNESS RELIEF 


138.18 It has been urged before us that the periodicity for grant of DR 

should be reduced from the existing six months to two months and the 12-mohlhly 
index average should also be reduced to six months. 

13819 Having regard to the fact that there is a correlation between the 
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scheme of DA for serving employees ami DR for pensioners, we would 
recommend that whatever changes arc made in future in time and points 
factors in sanction of DA, the same should equally apply to 1)R. No special 
dispensation is considered necessary for pensioners alone 


DR TO RE-EMPLOYED PENSIONERS/FAMILY PENSIONERS 


138 20 Suggestions have been made that DR should continue to be paid 

to re-employed pensioners and employed family pensioners so as to maintain the 
real value of pension 

138.21 We have considered the suggestions and are of the view that 

D.R. should be paid to employed family pensioners and re-employed 
pensioners, where their pay is fixed at the minimum of the pay scale of the 
post of re-employment, ignoring the entire pension. In other cases of re¬ 
employment, DR shall be payable on pay plus non-ignorable portion of 
pension as is the case at present and we recommend accordingly 


INTERIM RELIEF TO PENSIONERS 


138 22 The piacticc of sanctioning Interim Relief to serving employees 

has been in vogue since 1957. The Second CPC had recommended Interim Relief 
of Rs 5 per month w c.f. 1st July, 1957 to all employees drawing basic pay not 
exceeding Rs.250 per month. The Third CPC had also recommended three 
instalments of Interim Relief w c.f. 1.3.1970, 1 .10.1971 and 1.8 1972. The 
amount of all the three instalments of Interim Relief ranged between Rs 29 and 
Rs 70 and its payment was restricted to employees drawing baste pay not 
exceeding Rs 1250 In the ease of the Fourth CPC, Government sanctioned the 
first instalment of Interim Relief ranging between Rs.50 per month and Rs 100 per 
month w.c.f. 1.6.1983 Another instalment of Interim Relief equal to 10%ofbasic 
pay, subject to a minimum of Rs.50 per month, was sanctioned w.c.f. 1.3.1985 
Before the appointment of the Fifth CPC, Central Government employees were 
sanctioned Interim Relief at a uniform rate of Rs. 100 per month w.c.f. September 
16,1993. On an interim recommendation by us, another instalment of relief equal 
to 10% of basic pay subject to a minimum of Rs. 100 was sanctioned wc.f 
1 4.1995. The third instalment of relief equal to 10% of basic pay subject to a 
minimum of Rs. 100 was sanctioned w.e.f. 1.4 1996 on our recommendations 

138.23 While the practice of granting Interim Relief to serving employees 

has been in existence for about four decades, it was for the first time that we 
recommended the grant of Interim Relief to pensioners in October, 1994 at a 
uniform rate of Rs.50 per month in the light of Interim Relief of Rs. 100 per month 
sanctioned to serving employees we.f 16.9.93 On the same analogy, we 
recommended a further instalment of Interim Relief equal to 10% of the basic 
pension/family pension, subject to a minimum of Rs.50 per month, for the 
pensioners/family pensioners The pensioners were actually granted the first and 
second instalment by the Government with effect from 1.4.1995. On our 
recommendation made in the Third Interim Report, the third instalment of Interim 
Relief equal to 10% of basic pension subject to a minimum of Rs. 100 per month 
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was also sanctioned to all the pensioners and family pensioners with effect irom 
1.4.19% 

{38.24 The nature and scope of Interim Relief was considered in detail 

by the Third CPC which held that it would be inappropriate to treat Interim Relief 
as though it were a Dearness Allowance because the two concepts differed. While 
the Dearness Allowance was determined almost solely by the cost of living, it could 
not be treated as pay also. The CPC was of the view that Interim Relief should be 
treated sui generis and it would be termed neither as pay nor allowance nor as 
wage. 

138.25 In para 7 of our second Interim Report, we had also held that 

Interim Relief only represented a provisional arrangement during an 
intervening period and was primarily intended to provide some relief to 
employees pending a comprehensive determination of their salary structure 
and other benefits. It was, therefore, necessarily ad hoc in character. The same 
analogy which was applicable for serving employees was applied to pensioners as 
well and recommendations were made to the Government accordingly. 


DATE OF EFFECT 


138.26 We received several thousand representations from individual 
pensioners and their associations urging us to make an interim recommendation to 
the Government to modify the date of effect of grant of first instalment of interim 
relief to pensioners at a uniform rate of Rs.50 per month from 16.9.1993, as also 
for maintaining the rationality of the formula for sanction of DA/DR which is 
necessary to avoid anomalies in the pension of retirees retiring at different points 
of time. 

138.27 The rationalisation in regard to payment of Dearness Relief on 
pension based on the same formula as evolved for the payment of Dearness 
Allowance to serving employees after 1.1.1986 de-facto established the nexus 
between wages and pension in the context of the general feeling and persistent 
demand bv pensioners that disparities in the pensions of the retirees retiring at 
different points of time needed to be minimised. In the circumstances and in order 
to avoid any anomalies that may result, once it was accepted that payment of 
Interim Relief to pensioners was justified, it would not be appropriate to extend this 
from a date different from that applicable to serving employees. However, in view 
of the fact that the first instalment of l.R. was sanctioned suo motto by the 
Government to serving employees w.c.f. 16.9.1993 prior to the appointment of the 
Commission, we had, while recommending in October, 1994 an interim relief of 
Rs.50 per month for pensioners/family pensioners, taken a conscious decision not 
to specify the date from which this was to be paid but decided to leave this to the 
Government In the circumstances, we do not consider it desirable to re-open 
the issue at this stage. We are also of the view that it would not be appropriate 
for us to make a suo motto recommendation on this issue. We would, however, 
urge upon the Government to ensure in future that benefits intended both for 
serving employees and pensioners are extended uniformly from a common 
date. We hope and trust that the nexus between serving employees and pensioners 
with regard to grant of l.R. is now firmly established and shall subsist. 
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INTRODUCTION 


139.1 The pension cases of Central Government Civilian employees arc 
processed in accordance with the instructions contained in Central Civil Services 
(Pension) Rules, 1972, which stipulate that preparation of pension papers should 
start two years before the dale of retirement on attaining the age of superannuation 
The work is undertaken in three stages. The first stage covers verification of 
service, the second involves making good of omissions in the service book and the 
third consists of obtaining the application form for pension from the Government 
employee. In order to ensure that a retiree gets his pension as early as possible. 
Government of India has evolved a simplified pension payment procedure and the 
Central Pension Accounting Office has been created by relieving Comptroller and 
Auditor General of India of the responsibility of payment and accounting of central 
civil pensions. A data-bank on computer has also been created to enable post¬ 
payment check of pension payments. 

139.2 The scheme for payment of pension to Central Government Civil 
Pensioners through Public Sector Banks is already in operation since 1977 
Supervision over pension disbursement in a district is carried out by one nominated 
branch of a bank, which is known as the Link Branch. The Pension Payment Order 
(PPO) is despatched to Central Pension Accounting Office (CPAO), on the last 
working day of the month preceding the month of retirement of an employee. After 
countersigning, CPAO despatches it to the Link Branch by 20th of the month and 
by 23rd of the month, it reaches the paying branch. The pensioners who are not 
covered under the scheme of payment of pension through banks can switch over to 
this scheme and an elaborate procedure for this purpose has been laid down 

139.3 For receiving payment of pension, a pensioner/family pensioner 
is required to furnish three certificates namely (i) non-employnient/re-employment 
certificate, (ii) life certificate and (iii) remarriage/marriage certificate. These 
certificates are required to be furnished each year and crediting of pension is 
discontinued for the month of November and onwards in the cases of non¬ 
production of certificates. Only basic pension is paid and payment of DR on 
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pension is withheld if only life certificate is furnished but non-cmploymcnt/rc- 
cmplovmcnt certificate is not furnished Although demands were made that life 
certificate should not be insisted upon, and a certificate issued by a 
Registered Medical Practitioner or an office bearer of a pensioners' 
association should be accepted for the purpose, but we feel that the existing 
procedure is reasonable 

139 4 Facilities exist and procedure has also been laid down for 

expeditious transfer of pension payment from one branch/bank to another Such 
applications fall under three categories, namely (i) transfer from one branch to 
another of the same bank at same station or at different station, (li) transfer from 
one bank to another at the same station and (iii) transfer from one bank to another 
at different stations. CPAO has already streamlined the procedure, concerning 
transfer of PPOs, in 1994 and in eases where transfers involve two branches of the 
same public sector bank, a mere intimation to CPAO now suffices. The CPAO is 
also streamlining the procedure of transfer where it is sought from one pension 
disbursing branch to another branch of a different Public Sector Bank. It is 
contemplated that even in such cases, the transfer may be effected by the paying 
branch, without waiting for the prior approval of CPAO Since for the purpose of 
accounting and reimbursement of commission, sanction of CPAO for such transfer 
will be necessary, the process is proposed to be completed within a period of three 
months. The proposed changes will meet the problem of delays in transfer of 
pension 


EXPEDITIOUS SETTLEMENT OF PENSIONARY BENEFITS 


139.5 If existing provisions are followed scrupulously by the pension 
sanctioning authorities, there can be no occasion for any delay in the sanction of a 
pension. Since we have received memoranda complaining about delay requesting 
for settlement of pension within three months of retirement, there is a need to 
reiterate the existing instructions to pension sanctioning authorities, CPAO 
and Pension Disbursing Authorities 

139.6 In spite of adequate provisions for timely finalisation of 
final/provisional pension, complaints about delay in finalisation of pension 
continue The Government should, therefore, not only hold the Heads of 
Offices personally accountable for any delay in the sanction of pensions, but 
should also make provisions for payment of interest on delayed payments. 
This interest should be paid when the delay caused is not attributable to the 
retired employee and in cases where some period of delay is attributable to 
the retired employee himself, that period could be deducted from the total 
period of delay on which interest is to be paid. Where delay is attributable 
to the negligence of some government employee, the interest paid to the 
pensioner should be deductible from the salary of such employee(s) 

139.7 Detailed procedure has not been formulated in cases of retirement 
other than on superannuation, in the absence of which it becomes difficult to 
pinpoint delay on a particular authority. A need has, therefore, been felt that in 
other cases of retirement like voluntary retirement, detailed procedure should be 
laid down by the Government so that pension is finalised within a reasonable time. 
In case of voluntary' retirement, the processing of pension papers could be started 
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immediately on receipt of the notice for voluntary retirement. Initiating the pension 
sanctioning procedure only after the actual date of voluntary retirement delays the 
entire process. Even if an employee subsequently withdraws his notice for 
voluntary retirement, the work done for processing his pension papers will not be 
a waste Wc recommend that the process of sanctioning of pension should 
commence immediately when the notice for voluntary retirement is accepted 
by the competent authority. The Department of Pension and Pensioners' Welfare 
should also prepare a time frame for processing pension papers in such cases, as 
has been done in case of retirements on superannuation. 

139.8 A demand has been made that disciplinary proceedings against 

retiring Government servants should be completed expeditiously within a period 
of six months. While we fed that it may not be possible to complete 
disciplinary proceedings within six months of retirement in all cases, but all 
out efforts need to be made to complete such proceedings within this period 


PENSION PAYMENTS 


139.9 It has been represented that PPO should contain the names of the 
children also, so that family pension could be commenced on the death of the 
family member. Wc have examined the format of the PPO prescribed at present 
The PPOs issued prior to 1.1.90 did not contain many details which are considered 
essential for sanction of Family Pension to children and also for revision of pension 
when necessary. The Department of Pension and Pensioners’ Welfare and 
CPAO should take initiative to have all such pre-1.1.90 PPOs revised. Even 
in case of post-1.1.90 PPOs,The scale of post last held by the pensioner needs 
to be indicated. The existing column in the present PPO form which shows 

"post/grade/rank last held-" needs to be modified to provide for a 

specific mention of scale of pay. 

139.10 It has been demanded that Dearness Relief (DR) to pensioners 
should be sanctioned on the basis of announcement in the newspapers, without 
waiting for a copy of the orders. It has been brought to our notice that Indian 
Banks Association issues an advertisement through newspapers, whenever 
Dearness Relief is sanctioned to pensioners and this gives full details about DR to 
be paid to different types of pensioners in different pension ranges. The demand 
that DR should be paid without waiting for a copy of the orders indicates that 
paying branches do npt always act on the basis of this advertisement. This 
situation can be improved if the copy of the orders of the Government on DR 
and its rates is printed in the newspaper directly by the Government, with a 
clear direction to paying branches that DR should be sanctioned without 
awaiting further official communications. We recommend accordingly 

139.11 A special treatment by the banks has been demanded by 
pensioners in the shape of higher rate of interest, removing the requirement of 
minimum balance, etc. However, we feel that such demands cannot be considered 
because for the banks, a pensioner's account is like any other saving bank account 
As such, all the rules and regulations applicable in the case of Saving Bank 
accounts will equally apply to pensioners The facilities that banks normally 
give to its Saving bank account holders e.g. cheque book, minimum amount, 
multiple withdrawal, withdrawal by messengers, etc. arc also available to 
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139 12 CCS(Pcnsion) Rules provide for withholding of 10% of DCRG 

subject to a maximum of Rs 1000 out of the gratuity amount and four months' 
advance licence fee for the official accommodation of a retiring Government 
servant Normally, retention of Government accommodation is permitted for a 
period of lour months from the date of retirement Licence Fee is also recoverable 
out of DR on pension Inspitc of these provisions. Government has been facing a 
lot of difficulty in getting the official accommodation vacated by the retired 
employees Railways have, therefore, prescribed other measures like withholding 
of DCRG and Complimentary Passes, imposition of penal rent etc. to ensure that 
the accommodation is vacated within the stipulated time Since these measures 
have been very useful, it is felt that similar provisions need to be made for 
other departments of Government as well, to ensure prompt vacation of the 
official accommodation immediately after completion of the prescribed period 
after retirement. 


MISCELLANEOUS DEMANDS 


hiymi.a through 139 13 It has been demanded that definition of Disbursing Authority' 

PostOffices should include Post Offices as well. In this regard, we fee! that the procedure for 
pay ment of pension through banks has been streamlined and delay in payment of 
pension eliminated Switching back to Post Offices or Treasuries may not be 
advisable in the interest of the smooth payment of pension. It will increase the 
paper work, accounting difficulties will be tremendous and it will involve a greater 
cost to the Government as the service charges of the Department of Posts for 
disbursement arc considerably higher in comparison to the Banks The proposal 
is, therefore, not favoured 


V hrough Service 
Money Orders 


139.14 Pensioners, who arc unable to be present at the treasury. Bank or 

Post Office to collect their pension arc paid their pension through service money 
orders, but a ceiling of Rs.300 per month as pension is prescribed for this purpose. 
A demand has been made to increase this ceiling. The ceiling was fixed long back 
and even the minimum pension including DR has risen to around Rs. 1130 which 
is likely to be increased further after implementation of our recommendations. The 
ceiling should, therefore, be revised so as to cover those employees who are 
in receipt of minimum pension and are living in remote rural areas which are 
inaccessible to Banks. A ceiling of Rs.1500 would be justified. 


Somtnutwnsfor 139.15 As per payment of Arrears of Pension (Nomination) Rules, 1983, 

Arrears of Family a l0 whom an\- pension is pavablc bv the Government mav nominate anv 

Pension .. r ' 

person to receive the life-umc arrears of his pension after his death A suggestion 
has been made that such nomination facility should also be extended in case 
of family pensioners. We do not consider the demand to be justified. 


Pension Adahts 139.16 A demand has been made for establishment of Pension Adalal in 

each State or constitution of separate benches in all the administrative tribunals and 
High Courts and in the Supreme Court to deal with eases of pensioners The 
Department of Pension and Pensioners' Welfare, however, feel that service 
grievances of Central Government pensioners arc already being looked into by 
benches of the CAT who arc pronouncing their judgement, within a reasonable 
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lime flic establishment of separate benches for pensioners has. therefore not been 
favoured 

139 17 We feel that the system of Pension Adalat is very effective in 

finalising disputed eases of pensions and should be introduced for Central 
Civil Pensioners as well. Existence of CAT to deal with pension disputes is 
not considered as a substitute for Pension Adalats. The Pension Adalats 
should be constituted as an effective measure for redrcssal of the grievances 
of pensioners. Such Adalats should also function for settling the cases of field 
formations and meet at least once in a quarter. Pensioners should be allowed 
to present their cases before such Adalats through any other 
person/representative of Pension Association, as they themselves may not be 
conversant with the rules 
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MEDICAL FACILITIES 


Introduction 140,1 All Central Government Pensioners arc extended CGHS facilities 

through its dispensaries. Even those pensioners who arc residing in areas/citics not 
covered by CGHS are allowed to select any dispensary for availing themselves of 
OPD facilities. In ease of indoor treatment, they are referred to Central 
Government hospitals, recognised private hospitals/CGHS-rcfcrral hospitals and 
the expenditure incurred on their indoor treatment is reimbursed by the CGHS. 
Pensioners arc allowed to make a onetime lump sum payment equal to 10 years' 
contribution for getting a CGHS card issued for their whole life. Senior citizens 
of the age group of 60 and above are allowed to take treatment in the dispensaries 
on out-of-tum basis. 


Rate of ] 40.2 The rate of contribution for the pensioners is the same as in case 

Contribution 0 f serving employees. However, pensioners have an option to pay contribution 
based on the last pay drawn at the time of retirement or the amount of their 
pension, in case they opt for the latter, certain facilities like direct consultation by 
Specialists, Nursing Home, etc. are regulated in accordance with their pension and 
not on their pre-retirement pay. 


;V on-availabi¬ 
lity of benefits 
under CS(MX) 
Rules 


140.3 Pensioners are, however, not covered under Central Services 

(Medical Attendance) Rules, 1944 and All India Services (Medical) Rules, 1954. 
Thus, pensioners who are not living in a CGHS covered area/city face tremendous 
difficulties in getting proper medical attendance. Fourth CPC had considered this 
difficulty and recommended that medical facilities, including domiciliary treatment, 
be made available to all pensioners. It suggested that the Government may 
examine the modalities of introducing a special comprehensive medicare scheme 
for pensioners, which should provide facilities similar to those available under 
CGHS 
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140 4 In an attempt to implement the recommendations of the Fourth 

CPC, the Department of Pension and Pensioners' Welfare constituted a committee 
to review the medicare facilities available to pensioners The committee, inter alia, 
examined a tentative scheme prepared by General Insurance Corporation of India 
However, the scheme uas not recommended for adoption due to the high rate of 
premium, non-coverage of domiciliary out-door treatment, exclusion of existing 
pensioners, possibility of misuse, etc The committee recommended a cash 
allowance of Rs 50 p m to cover the cost of medicines for the treatment of minor 
ailments, along with payment of 50% of the annual premium to be paid by 
pensioners for obtaining a medical insurance policy for themselves and the 
members of their families 


140.5 The Ministry of Health and Family Welfare proposed a fixed 
medical allowance of Rs.50 p m. to pensioners for taking care of their dav-to-day 
expenditure on medicines and consultations for out-door treatment 

140.6 The Standing Committee of Voluntary Agencies (SCOVA) also 
constituted a sub-committee for considering the question of medical facilities to 
pensioners. The report of the sub-committee was discussed in the meetings of 
SCOVA held in December, 1993 and September, 1994. The considered view of 
the sub-committee was that the CGHS facilities were the best and should be 
extended to cover more areas. It made the following important iccommcndations- 

i There should be a compulsory linkage of pensioners 
living in areas not covered by CGHS facilities, with the 
CGHS. They should have themselves registered with the 
nearest CGHS dispensary for treatment requiring 
hospitalisation for major surgeries For domiciliary 
treatment of pensioners living in areas not covered by 
CGHS. a fixed medical allowance should be considered 

ii. Extension of the Central Services (Medical Attendance) 
Rules to pensioners would involve administrative and 
financial problems. An analogy with the State 
Governments may not be applicable because of the 
diversity in distribution of the pensioners' population 

iii. The possibility of pooling of medical facilities in various 
Departments of the Government such as Railways, 
Defence and Telecommunications should be considered. 

iv. The Government should explore the possibility of 
utilisation of the medical facilities made available by the 
State Governments to their pensioners and vice-versa on 
a reciprocal basis. 

140 7 Government of India in the Ministry of Finance, considered 

various recommendations including payment of medical allowance and 
reimbursement of a portion (50%) of the premium paid on medical policy, but 
could not come to any conclusion. Department of Pension and Pensioners’ Welfare, 
therefore, referred the matter to us. 
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14(1 X Various Slalc Governments in ihc country have already taken 

slops lo improve medical f acihlics lo pensioners Monlhly medical allowance at 
varying rales has been sanctioned by the Stale (kncrnmcnls of Kerala. Tamil Nadu 
and West Bengal The State Government of Rajasthan has evolved a Pensioners' 
Medical Concession Scheme Under the scheme, out-patient and indoor treatment 
facilities arc provided in Government hospitals and clinics In ease of outdoor 
treatment, allopathic medicines, vaccines etc which arc ordinarily not available in 
Government hospitals, arc provided to the pensioners free of charge from the 
medical shops or stores recognised under the scheme The supply of medicines is 
however, restricted to Rs 1500 in a financial year, but this may be increased up to 
Rs 3000 under special circumstances 

140 9 Various Public Enterprises have already introduced schemes of 

medical care for employees retiring from their organisations One such scheme 
introduced by the Minerals and Metals Trading Corporation Limited provides 
medical facilities to all categories of employees (and their spouses) retired from the 
organisation, provided they arc not gainfully employ ed aflK their ictircmcnl The 
scheme is extended on the basis of annual contribution at varying rates for different 
categories of employees ranging from Rs.3() for employees retired on last basic pay 
less than Rs 500, to Rs. 150 for those who retired with last basic pay of Rs 3000 
or more Reimbursement of both indoor and outpatient treatment is given by the 
organisation on production of bills, rcccipls/cash memos etc. For OPD treatment, 
the employee is required to nominate the Medical Practitioner from where the 
medical treatment is proposed to be taken on a regular basis A total annual ceiling 
of Rs 1200 is imposed on outdoor treatment, which is reduced to Rs 600 on the 
death of the retired employee or the spouse For indoor treatment, full 
reimbursement is given if the treatment is obtained from Government 
hospilal/Public Sector Undertaking hospital If the treatment is received in private 
nursing homes, the reimbursement is restricted to the rate applicable in a local 
Government hospital 

140 10 A large number of demands have been made and these can be 

grouped into three broad categories, (i) pensioners covered under CGHS (u) 
Pensioners not covered under CGHS and (in) Pensioners covered under the 
Railway Employees Health Scheme 


PENSIONERS COVERED UNDER CGHS 


140 11 Demands have been made for a massive expansion of the CGHS 

network, so as to cover all district headquarters in the country and be able lo extend 
CGHS facilities to all pensioners not covered by the scheme The Ministry of 
Health have indicated that large scale expansion may not be possible due to 
resource constraints, but have agreed to cover all the State Capitals in a phased 
manner. While realising the difficulties of the government, we recommend that 
expansion of CGHS facilities should ensure coverage of all State Capitals in 
a very short period. Since CGHS is already recognising more and more 
private hospitals and nursing homes for indoor treatment, such recognition 
should not be confined to cities where CGHS exists, but should cover all State 
Headquarters and gradually all the District Headquarters. Such recognised 
hospitals should be authorised by CGHS to directly accept the pensioners 
enrolled with CGHS for indoor treatment/hospitalisation. 
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140 12 ll has been represented that the subscription under CGI IS is on 

the high side and that it should be completely waived off in the case of pensioners 
A demand has also been made that a life-long CGHS card should be provided on 
payment of 7 years’ contribution instead of 10 years However, considering the 
fact that the rate of CGHS subscription has been revised from I st April,1994 
after a gap of 40 years and taking into account the rising cost of medicare, we 
do not feel that any change in the rate of contribution for pensioners is 
necessary. Similarly, no reduction in quantum of contribution for a life long 
CGHS card is recommended. 


14013 Pensioners would like to be allowed to lake treatment in any of the 

CGHS dispensaries of their choice and convenience, irrespective of their place of 
residence. Although pensioners should be given a choice to register themselves 
in any one of the CGHS dispensaries depending on their convenience, they 
should, therefore, be entitled to visit only that dispensary in the country, as 
has been demanded. 

140.14 A demand has been made for regular medical check-ups and 

supply of medicines at the residence of the pensioner, once he attains the age of 68 
years It has also been demanded that CGHS doctors should respond to emergency 
calls on telephone in such cases. Pensioners arc already being given priority in 
CGHS dispensaries and the card provided to them is of a different typc/colour 
This may be more of a hindrance than help. We feel that pensioners should not 
be provided a card of different colour. All required information about the 
entitlements of a pensioner should be indicated on his CGHS card, so that he 
does not face any difficulty about his entitlements like nursing home facility, 
direct consultation with specialists, etc. 

14015 P&T pensioners arc not being provided indoor treatment facilities, 

as is the case with those covered by CGHS. P&T pensioners registered with a 
P&T dispensary arc not able to avail themselves of indoor facilities as the P&T 
department has decided not to extend indoor treatment facilities in their 
dispensaries. P&T Pensioners are, however, given an option in the beginning itself 
to register themselves with CGHS Once they enrol themselves with P&T 
dispensaries, no shifting to CGHS is allowed. We feel that the facilities provided 
to pensioners under P&T dispensaries should be at par with those provided 
in a CGHS dispensary. In case it is not possible for the P&T department to 
do so, its dispensaries should not register the P&T pensioners from the 
beginning itself and the CGHS dispensaries should take care of P&T 
pensioners in the same manner as in case of other civil pensioners. 


PENSIONERS NOT COVERED UNDER CGHS 


140.16 At present a pensioner can have himself enrolled with the CGHS 

dispensary even if he is not residing in an area covered by one. However, this 
facility is not beneficial to them, as it is not possible for a pensioner to lake OPD 
facilities from such a dispensary on day-to-day basis, if he is not residing in the 
vicinity. This facility is beneficial only in case of indoor treatment, as the 
pensioner registered with a CGHS dispensary is entitled to take indoor treatment 
in any Government hospital or private hospital recognised by CGHS for this 
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purpose Delegations arc already available to CMO Incharge of the dispensary to 
accord pcmtission for hospitalisation m such eases Reimbursement eases of such 
hospitalisation arc referred to CGHS headquarters Still, pensioners feel difficulty 
in getting indoor treatment through a CGHS dispensary, if the dispensary to which 
lie is registered is situated at a different station Difficulties arc also being faced 
bv the pensioners in settlement of their reimbursement claims from CGHS 

140 17 In view of the difficulties experienced by pensioners in getting 

appropriate medical attention and care, as it is restricted at present through CGHS 
network alone, the question of giving a fixed medical allowance to the pensioners 
and to provide facilities for indoor treatment to them has been under consideration 
of the Government for a long lime The Ministry of Health and Family Welfare 
had proposed a fixed medical allowance of Rs.50 p m to pensioners for day-to- 
day expenses on medicines and consultation for OPD treatment. Department of 
Pension and Pensioners' Welfare recommended a lump sum payment of Rs.250 
p m for ailments not requiring hospitalisation in ease of those pensioners who 
were residing m a non-CGHS area. They also recommended the reimbursement of 
Rs 3.000 per person (pensioner and his/her dependants) subject to an upper ceiling 
of Rs 7,000 per year towards cost of insurance for covering hospitalisation 
Various suggestions have aiso been received by the Commission for payment of 
medical allowance to pensioners as a percentage of the pension subject to minimum 
of Rs 50 for each dependant and further subject to a maximum of Rs.250 

140 18 We have given due consideration to the various suggestions 

made to us in this regard and recommend that pensioners residing in an area 
not covered by CGHS, should be given a fixed amount of medical allowance 
@ Rs.100 p.m. for meeting the expenditure on day-to-day medical expenses 
that do not require hospitalisation. In addition, CS(MA) Rules, 1944 should 
be extended to pensioners, in a restricted manner so as to facilitate 
reimbursement of expenditure on hospitalisation in a Government 
hospital/private hospital recognised under CGHS or under CS(MA) Rules for 
the purpose. Such reimbursement claim should be settled in full by the 
respective Ministry/department of the pensioner under the provisions of 
CS(MA) Rules. 


HEALTH SCHEME FOR RAILWAY PENSIONERS 


14019 A liberalised health scheme for retired railway employees has been 

introduced in September, 1988. Under this scheme, retired railway employees can 
avail themselves of medicare facilities from 122 Railway hospitals and 670 Health 
Units throughout the country Free outdoor and indoor treatment in any of the 
railway hospitals/hcalth units is provided to the retired employee, his/her spouse 
and dependent parents on the same scale and terms and conditions as arc applicable 
to serving employees However, in ease of indoor treatment and special 
investigation for dependent children, a charge equal to 10% of the prescribed 
schedule charges for outsiders is levied. Reimbursement to pensioners is restricted 
to the extent of 50% of the expenditure incurred on admissible items by the 
pensioners Rctinng railwaymen are required to pay a one-time contribution equal 
to the basic pay last drawn by them in order to avail themselves of the liberalised 
medical facilities. 
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140.20 We have received a number of demands about the inadequacy of 
the Railway Employees' Health Scheme The scheme is limited to railway hospitals 
and health units, which arc not available at all stations. The demand has been made 
that railway pensioners should be allowed to avail themselves of medical aid from 
any railway liospital in any part of the country' on production of medical card They 
also want Railway Travel Passes to the nearest railway hospital/umt for availing 
themselves of medical facilities if they arc li\ ing at a place where no hospital/umt 
exists We, do not recommend any concessional travelling facilities to railway 
pensioners for getting medical facilities of primary nature in 
dispensaries/units on a day-to-day basis. Passes can be given to pensioners 
only in cases where a reference is made by the Doctor of the local unit for 
inpatient treatment/hospitalisation or for any specialised treatment of a 
chronic ailment. The facility of passes to pensioners for this purpose should 
be at par with serving railwaymen. 

140.21 A demand has been made for removal of the differences in the 
rates of contribution between CGHS and Liberalised Pension Scheme for retired 
railway employees. It has been suggested that since serving railwaymen arc 
exempted from making any contribution for availing themselves of the medical 
facilities in railways, cx-ruilwaymcn should also be given similar exemption from 
making any contribution for the medical facilities provided to them We have 
considered this demand and feel that since serving railwaymen are not 
required to pay any contribution, it has become a source of grievance for 
other Central Government employees and even retired railwaymen. We, 
therefore, strongly recommend that the serving railwaymen should be asked 
to pay contribution at the same rate at which it is charged under the Central 
Government Health Scheme. In case of Railway pensioners, the contribution 
under Liberalised Health Scheme is slightly lower in comparison to the rates 
in case of CGHS. We recommend that a uniform rate of contribution at par 
with CGHS rates be enforced. With such enforcement of a uniform rate of 
contribution for all serving railwaymen and ex-railwaymen, the differences 
in the facilities provided to the two categories should also be removed. Thus, 
reimbursement in case of ex-railwaymen which is restricted to 50% of the 
expenditure on admissible items should be raised to 100% reimbursement, 
as in case of serving railwaymen. 

140.22 Better facilities have been demanded in railway medical 
units/hospitals. It has been suggested that family pensioners should be allowed to 
avail themselves of all medical facilities in railway hospitals in the event of death 
of the pensioner. We recommend the extension of medical facilities to family 
pensioners after the death of the pensioners. This should be allowed even in 
cases where the pensioner had not joined the health scheme during his 
lifetime. 


POOLING OF EXISTING MEDICAL FACILITIES 


140.23 Apart from CGHS, Railways and P&T medical schemes, facilities 

are also being provided by the Armed Forces, Ordnance Factories, Central Police 
Organisations etc A demand about the pooling of these facilities for Central 
Government employees has been made. Central Government pensioners have also 
been demanding pooling of these facilities for pensioners. None of the 
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140 24 In this regard, we recommend that pooling of the facilities 

provided by different Central Government departments can be considered 
for the restricted purpose of providing health care to Central Government 
pensioners alone. Once the medical allowance recommended by us is sanctioned, 
pressure on existing infrastructure for day to day ailments will not be there 
Howev er, for the purpose of reference for hospitalisation and reimbursement of 
medical expenditure thereon, it is felt that the doctors/Medical Officers working 
in dispensaries of different Central Government departments should be 
recognised as Authorised Medical Attendants (AMAs) under the CS(MA) 
Rules, in addition to the existing AMAs already recognised under the said Rules 
These AMAs can work as referral doctors for hospilalisation/in-door treatment 
Moreov er payment of medical reimbursement bills for such hospitalisation can be 
made by the respective departments on the referral recommendations and scrutiny 
of bills by these AMAs. Thus, medical officers of all the Central Government 
departments including those in CPOs, Armed Forces, Railways, etc. shall need to 
be directed and authorised to accept this additional responsibility for the sake of 
Central Government pensioners. 


OTHER FACILITIES 


140 25 A large number of demands have been received by us on different 

welfare aspects of Central Government pensioners like establishment of a 
Pensioners’ Welfare Fund, provision of old age homes, library and Reading Room 
facilities, Travel concessions. HRA/CCA, etc. We recommend that pensioners 
should be encouraged to form voluntary organisations of their own and then 
avail themselves of benefits under existing welfare schemes of the Ministry of 
Welfare and other departments. Establishment of Old Age Homes, opening of 
libraries/rcading rooms, etc. arc facilities that can be created in this manner. 
Membership of the Central Government Libraries which is exclusively restricted 
to serving Central Government Employees should also be opened up to pensioners. 

140.26 We have received representations for increasing the extent of 
concession available to senior citizens in railway fares from the existing 25% to 
50% Similarly, extension of this concession to all pensioners or at least those who 
arc of the age of 60 years and above has also been demanded. There is a 
suggestion that LTC be extended to pensioners. In the ease of Railway pensioners, 
there is a demand for increasing the number of PTOs and redefining the term 
'Attendant'. 

140.27 We do not find any merit in the demand for extending travel 
concessions to pensioners. We, however, feel that the age of 65 years currently 
used to define a senior citizen seems to be arbitrary. Now that Government 
is likely to approve of 60 years as the age of superannuation, that could be 
taken as the cut off point for defining old age. The existing 25% concession 
in railway fare should, therefore, be allowed to persons above 60 years of age, 
instead of 65 years as at present. 
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140.28 The demand lor payment of HRA and CCA to pensioners, was 

considered by Department of Pension and Pensioners' Welfare who did not agree 
to the demand in principle and also in view of the huge expenditure in\ olved We 
endorse this view Since pensioners arc free to stay in any part of the country and 
Government have no nght to utilize their services, they have no claim for payment 
of HR A/CCA 

140 29 A demand has been made for a "National Housing Policy for 

Pensioners", including provisions for subsidized housing schemes and out-of-tum 
allotment of houses to superannuating employees on hire purchase basis Based 
on the recommendation of Fourth CPC, Ministry of Urban Affairs and 
employment issued directions to StatcsAJTs for protecting the interests of 
pensioners while allotting plols/llals through Housing Boards, etc. In this regard, 
we feel that governmental efforts should be directed to ensure that a government 
servant acquires a house during his service period itself. For this purpose, vve have 
recommended simplification of procedure for grant of HBA, increasing the 
quantum of advance and linking it with the cost of construction. We, therefore, do 
not feel any need for a separate housing policy for pensioners. 

140 30 A demand has been made for effective legal provisions to ensure 

vacation of houses of pensioners occupied by tenants. Rent and tenancy being a 
state subject, the Ministry of Urban Affairs and Employment has formulated a 
Model Rent Control Legislation (MRCL), which inter alia incorporates a provision 
for recovery and immediate possession to certain specified categories of people 
The Department of Pension and Pensioners' Welfare should take up the matter with 
the State Government to ensure that each State passes a legislation on the lines of 
MRCL Immediate possession of the residential accommodation of a retiring 
employee should be ensured by prompt summary action within a stipulated 
time frame. 


MISCELLANEOUS DEMANDS 


140 31 A demand has been made for permitting .pensioners in 

Departmental meets at par with serving employees We recommend that 
wherever possible, the retirees should be encouraged to participate in the 
socio-cultural activities of the department. In fact, Departments should 
themselves devise certain programmes like sports events, veterans' meets etc. 
especially for old retirees of the department. 

140 32 Extension of Children Education Allowance to pensioners' 

children has been demanded. At present, the payment of the Allowance is 
admissible only up to the end of the academic session in which the event of 
retirement takes place. We do not regard it as a general problem of pensioners, as 
those retiring on attaining the age of superannuation will not generally have 
children in the age group of 5-20 years. In so far as voluntary retirement cases arc 
concerned, the Government servants themselves opt for it knowing fully well the 
details of benefits available under the scheme We, therefore, do not find any 
merit in the demand. 

140.33 A demand has been made that pensioners should be given a 

parting gift up to a cost of Rs 1,000. We feel that retiring employees should 
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always be Riven a warm send-off, even if il entails some contingent expenditure 
on the part of the department A suitable farewell function should be organised and 
it should be presided over by the Head of the Dcparlmcnl/officc The retiring 
employee should be given an opportunity to express his sentiments at that crucial 
moment of his life The occasion should also be used to reiterate the continued 
concern of the department towards its retiring employees 

140.34 Demands have also been made for payment of loans, special pay 
for adopting small family norms and funeral grant, age relaxation to children of 
pensioners in matter of employment, allotment of gas agencies, ration shops, petrol 
pumps, public telephone booths etc. to pensioners, provision of telephone 
connections on priority basis, car allowance, etc We do not find merit behind such 
demands and, therefore, do not recommend these for consideration by the 
government. 

140.35 In conclusion, we recommend that the Department of Pension 
and Pensioners' Welfare should print a brochure every year, incorporating 
all the changes brought in the rules about pensions and pensioners' welfare. 
Such a brochure should be given wide circulation and may be priced 
reasonably. 



141 


Odten Matt&u @o*tcen*tttty 'Pettdio*teM 


141.1 Central Government pensioners have raised several issues for 

consideration of the Commission which can appropriately be discussed in this 
chapter 


Removal of 
restrictions on 
commercial 
employment 


141.2 Suggestions have been made for removal of restrictions on 

acceptance of commercial employment within two years of retirement. It has been 
urged that instead of requiring all Group 'A' officers to obtain prior permission, 
sensitive posts could be identified in each Ministry/Department and that mere 
intimation of acceptance^ employment should suffice in other cases Instances of 
any violation could instead be appropriately dealt with under the enabling 
provisions of the Pension Rules. 


n«ws of Fourth 141.3 This question was also considered by the Fourth CPC, which 

cf>c suggested a review of the existing rules and procedures. No changes were, 

however, made in the relevant rules by government in pursuance of this 
recommendation. 


Our Recommend- 141.4 The suggestion that Rule 10 of the CCS (Pension) Rules, 1972 

0,10,13 should be repealed has been considered by us in the context of the Voluntary 

Retirement Scheme. Our recommendations made in the aforesaid Chapter would 
be equally applicable in eases of retirement on superannuation. 


Deduction of 
Pension from last 
pay drawn 


141.5 It has been urged that pension should not be deducted from the 

pay fixed on re-employment since this is paid for services rendered in the past by 
the employee and that the pay last drawn before retirement should be protected We 
have considered the suggestion carefully and do not find ainy merit in the suggestion 
that on re-employment of a pensioner pay last drawn before retirement should be 
protected and pension should also be allowed to be drawn separately The existing 
instructions regulating pay fixation on re-employment appear to to be quite 
satisfactory and may be continued However, ignorable portion of pension for 
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pay fixation, wherever applicable, may be raised to Rs.1,500 from the existing 
amount of Us.500, Similarly, the existing ceiling of Rs X.000 p nt on pay and 
gross pcnsion/pcnsion equivalent of retirement benefits may lie revised to the 
maximum salary payable to a Secretary to the Government of India in the rc\ iscd 
pay scales, recommended by us 


1416 The practice of granting extension in service to persons who have 

attained the age of superannuation creates a class of public servants who arc 
prqiarcd to compromise their integrity to any extent for the purpose of earning an 
extension in serv ice Since the extensions arc granted in short spells, the official 
concerned works essentially "on daily wages" and is willing to do anything to 
please his superiors Such behavior is especially pernicious at very senior levels 
where tlx: entire bureaucracy can be manipulated by a clever politician by keeping 
every crucial official on extension. No fearless and independent advice can be 
rendered by such civil servants In order to restore the dignity of the officers and 
to prevent the abuse of their high office, it is recommended that the provision 
relating to grant of extension in service be deleted from the Rules. No one in 
Government should have the power to grant such extension under any 
circumstances whatsoever. This single recommendation will, more than 
anything else, build up the morale of the civil services to a high point. We 
recommend it in the strongest terms possible for Government's consideration 


141 7 Re-employment of pensioners as Consultants only may be 

considered for a period not exceeding one year, for work which is considered to be 
of a time-bound nature, such as review and revision of manuals, departmental 
inquiries, etc on which adequate and undivided attention cannot be paid by the 
serving officers because of their other preoccupations. No other kind of re¬ 
employment should be permuted, except that of cx-scrviccmcn, for which the 
status-quo mav continue. 


141 X Suggestions have been made for gainful utilisation by Government 

of services of experienced pensioners on payment of honorarium and provision of 
incentives, such as preferential allotment of petrol pumps, gas agencies, fair price 
shops etc to them. It is an admitted fact that pensioners have rich and varied 
experience and arc very talented in various spheres because of their exposure to 
diverse and complex problems dealt with in Government Departments. Their 
experience should be utilised to the extent possible by enlisting their services 
in handling court cases, departmental enquiries, adult education 
programmes,etc Because of their intimate knowledge about the department's 
functions, pensioners can belter project a department's ease before a judicial body 
than a standing counsel who is always hard pressed for lime and may not always 
appreciate the complexities involved. Similarly, pensioners can, if they' arc 
properly organised, motivated and financed, launch a major offensive against 
illiteracy especially in the rural areas where most of them tend to settle down. But 
we are not in favour of preferential allotment of petrol pumps, gas agencies, 
fair price shops, etc. to them 
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1419 Central Government employees are often sent on deputation in 

public interest to Central Public Sector Undertakings, on their own volition 
applying in response to advertisements, and gel permanently absorbed there Such 
employees arc deemed to have retired from service from the dale of absorption 


14110 Suggestions have been made for restoration of full pension after 

15 years from the dale of absorption and grant of Dearness Relief, Interim Relief 
etc . on restoration of pension 


141.11 . The question of restoration of l/3rd portion of the fully commuted 

pension was considered by the Supreme Court in Writ Petition (C) No 11855 of 
1985 The Apex Court in its judgement dated 15th December, 1995 held that a 
clear-cut distinction was made in Rule 37-A of the CCS (Pension) Rules itself 
between l/3rd portion of pension to be commuted without any condition attached 
and 2/3rd portion to be received as terminal benefits subject to the condition that 
the Government servant will surrender his right of drawing 2/3rd of his pension 
The Court held that in so far as commutation of l/3rd of pension was concerned, 
the petitioners as well as the petitioners in the Common Cause ease stood on a 
similar footing with no difference. That being the position, the denial of benefit 
given to the Common Cause petitioners to the present petitioners (absorbed 
employees) violated Articles 14 and 16 of the Constitution. The reasoning for 
restoration of l/3rd commuted portion in the ease of Common Cause petitioners 
equally applied to the restoration of l/3rd commuted pension in the ease of 
absorbed employees as well. In view of the fact that the absorbed employees had 
received the commuted value (terminal benefits) on the condition of surrendering 
of their right of drawing 2/3rd of their pension, there was no justification for 
restoring the full commuted pension The judgement of the Apex Court has 
been implemented by the Government by issue of O.M. No.4/3/86-P&PW(D) 
dated 30.9 1996 


141.12 The payment of Dearness Relief is suspended if the 

pcnsioncr/family pensioner is cmploycd/rc-cmploycd under the Centrai/State 
Government or rc-cmploycd/cmploycd/pcrmancntly absorbed in a Central or State 
Government company, corporation, undertaking or autonomous body or in the RBI 
or any public sector bank or in G1C, LIC etc Dearness Relief is revived after the 
spell of such rc-cmploymcnt/cmplpymcnt. Having regard to the fact that Dearness 
Relief on pension is paid to restore the pension to its original value which is eroded 
by the rise in the cost of living, the demand appears to be logical. If the Dearness 
Relief is not paid, the person concerned gets a diminished pension in terms of real 
value. In the ease of absorbed employees who had commuted their full pension, 
only l/3rd will be restored in implementation of the Judgement of the Apex Court 
dated December 15,1995. In their ease, l/3rd of their pension will be treated as full 
pension which should be taken into account for payment of Dearness Relief With 
a view to maintaining the original value of the pension, we are of the view that 
payment of DR/IR should not be suspended where pay is fixed at the 
minimum of the pay scale during employment/re-employment of a 
pensioner/family pensioner 
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141 1 > ll lias also been urged that the absorbed employees may be gi\ cn 

an option to come over to the pension scheme, subject to their refunding the 2/5rd 
commuted \alucof pension w ith simple interest at the rate of 6% per annum The 
Fourth CPC had recommended that the feasibility of giving such an option to the 
absorbed employees may be considered A similar recommendation was made b> 
the Commission for the CPF retirees in Chapter 9 of Us Report The CPF 
beneficiaries who were still m service on l.l 19X6 were deemed to have come over 
to tlie })cnsion scheme on that day unless they specifically opted to continue under 
the CPF scheme The Government did not accept the recommendation of the 
Commission because of administrative problems. In view of the practical 
difficulties involved in allowing an option to switch over to the pension 
scheme at such a distant date, we are not inclined to recommend giving an 
option to CPF retirees and the absorbed employees to switch over to pension 
scheme 


141 14 Suggestions have been made that the past service rendered in a 

PSU prior to appointment in the Central Government should be taken into account 
for pensionary benefits, which should be determined on the basis of the combined 
sen ice rendered in the PSU and the Government. 


141 15 After liberalisation of the economy, there is a e* - ,,cr need for 

exchange of experience among Government, private and public sectors We are 
of the considered view that mobility between various sectors needs to be 
encouraged despite wide disparities in pay and pension structures between 
Government and Public Sector Undertakings and among different PSUs 
themselves With a view to attracting suitable manpower from the PSUs, we feel 
that such of the public sector employees who opt to be absorbed permanently 
in Central Government departments may be allowed to count their past 
service rendered in the PSU before absorption for the purpose of computation of 
pensionary benefits on their retirement on superannuation from Government 
service, provided the concerned PSU discharges its liability of pension and other 
pensionary benefits for the serv ices rendered in the PSU. We. however, do not 
recommend reopening of past eases 


14116 On the same analogy. Government employees who join PSUs 

should also be allowed to have their past service in Government counted in 
the PSUs for die purpose of compulation of retirement benefits. For this purpose. 
Gov ernment could enter into a reciprocal agreement with its PSUs 


I “U 17 Suggestions have been made to permit a retiring officer to retain 

Government accommodation for a period of 2 years or till such time as he is able 
to make alternative arrangements. 


14118 in view of the fact that the present concession of retention of 

residential accommodation has been extended as a welfare measure and that there 
is already an acute shortage of government accommodation for allotment to eligible 
and serving employ ees, acceptance of the suggestion would only further aggravate 
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the existing shortages The dale of retirement on superannuation is know n to e\ cry 
Government employee well in advance and it is desirable that he finalises his plans 
well in time so that he docs not continue in the accommodation allotted In 
Government while in service Wc do not find any merit in the suggestion and 
do not recommend any change in the existing practice being followed 


141 19 Suggestions have also been made to relax Rule 3 of the Central 

Government Employees Welfare Housing Organisalion,in terms of winch 
pensioners who had retired not more than 5 years earlier than the date of 
announcement of a scheme arc also eligible to be considered for allotment of 
houscs/flats along with those about to superannuate. It has been suggested that 
pensioners should be eligible for allotment regardless of the date of their 
superannuation and of the fact whether they were already in possession of 
residential accommodation allotted by the Delhi Development Authority and other 
similar housing bodies. 


141 20 Army Welfare Housing Organisation and Indian Railway Welfare 

Organisation, which construct houses for the Armed Forces personnel and railway 
employees respectively, enrol the serving employees and pensioners as members 
irrespective of the dale of their retirement subject to fulfillment of other eligibility 
conditions such as not owning a house at a place where dwelling units arc proposed 
to be constructed. In the case of IRWO, a minimum of 20 years' service before 
retirement is insisted upon. Since CGEWHO is also patterned on the lines of 
A WHO and IRWO which confer membership on a pensioner irrespective of his 
dale of retirement, there is.no justification for restricting the membership only to 
pensioners who retired not more than five years earlier. It would, therefore, be 
desirable to remove the restriction of 5 years for conferment of membership 
in case of CGEWHO. We are, however, not in favour of removing or 
relaxing the other conditions of eligibility. 


141 21 A deposit scheme for retiring employees of Government and 

Public Sector undertakings was introduced in the year 1989. Under this scheme, a 
retired employee can deposit a minimum amount of Rs.1,000 and thereafter in 
multiples thereof which' should not exceed the total amount received as rctiral 
benefits Interest is paid half-yearly on 30th June and 3lst December at the rale of 
10% per annum which is totally exempt from Income Tax. The account under the 
scheme can be opened within 3 months of receipt of retirement benefits. Part or 
full withdrawal in multiples of Rs.1,000, and on a single occasion in a calendar year 
is permissible 3 years after opening the account. Premature withdrawal on 
completion of one year but before the expiry' of 3 years is also permissible; interest 
in such an event is payable at the rate of 4%. If interest has already been paid (a, 
10%, the difference is adjustable. 


141.22 Suggestions have been made to revise the rate of interest under 

this scheme to at least 24%. Wc have given careful consideration to the suggestion 
made by pensioners and their associations. We have also taken note of the fact that 
serving employees who subscribe to the General Provident Fund arc paid interest 
'a. 12% per annum which is totally exempt from Income-Tax They' arc also 
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allowed withdrawals liberally from the fund With a view to ensuring that the 
iclircd employees arc freed from the botheration of obtaining certificates of interest 
accrued on their investments from different agencies and claiming refunds of the 
tax deducted at source, we feel that the rate of interest on special 
savings/deposit scheme for retiring employees of the Government needs to be 
raised to the same rate which is allowed on General Provident Fund No other 
change is recommended m the scheme 
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141 23 Suggestions have been made for creation of a Pensioners' Welfare 

Fund on the pattern of the Compassionate Fund of the Government of India under 
which relief is provided to the surviving families for financing welfare schemes for 
pensioners In view of the Government’s precarious financial position, it is 
proposed that whatever facilities already exist for the serving employees may 
be allowed to be shared by the pensioners, without creating a separate 
welfare fund for the pensioners. 


l-m ihiH-s/ot 14124 It has been urged that pensioners' associations should be allowed 

Pmsmuers' ih c same facilities as arc allowed to associations of serving employees We have 

w ‘considered the suggestion and feel that the number of associations representing 
pensioners needs to be reduced drastically so that they can function effectively. 
Unless this is done it may not be possible for the Government to extend facilities 
to thousands of associations. We arc, therefore, of the view that a mechanism 
needs to be evolved to grant some sort of a recognition to the pensioners' 
associations who arc capable of espousing their cause. Such of the associations 
which arc granted recognition may be provided facilities to the extent possible, 
including provision of accommodation for housing their offices. 


Implenu-iuatiim of 141.25 Suggestions have been made by various associations of pensioners 

/ u d x c in i-» i jj iat y ic judgements granting relief in individual eases should be extended to other 
<i\uirti.\ n-hitiiiK to sinil j ar | N p| acc d pensioners without requiring them to approach the courts for 
similar relief It has also been suggested that the Government should be restrained 
from filing appeals against judgements pronounced in favour of pensioners. 


Our Rcumimcittl- 141 26 While we do not endorse the idea of placing fetters on the 

discretion of the Government to file appeals before the appropriate Court, we feel 
there is some scope for avoiding litigation by a judicious application of mind We 
arc of the view that court judgements, when delivered on merits, should not only 
be implemented invariably but their benefits should also be extended to similarly 
placed persons without requiring them to resort to litigation. However, in 
those cases where judgements have been delivered in favour of an aggrieved party 
on technical grounds but not on merits, and the Government is of the opinion that 
the judgement is against the pronounced policy of the Government or its 
implementation would have adverse effect on the economy of the country because 
of enormous financial implications which the public exchequer cannot absorb, it 
should have the discretion to file an appeal before the appropriate Court. The 
above recommendations arc being made keeping in view the limited resources 
which arc at the disposal of the Government 
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141 27 A Standing Committee of Voluntary Agencies (S(’OVA) \\a.. 

constituted in July 19X6 under the Department of Pension & Pensioners' Welfare 
with the following objcctivcs- 

1) To provide a feedback on programme implementation of the Department. 

2) to discuss and critically examine new policy initiatives, and 

3) to mobilise voluntary' effort to supplement the Government action 

141 28 The Additional Secretary’ in the Department of Pension & 

Pensioners' Welfare functions as the Convener and Member Secretary’ of SCOVA 
The Fourth CPC had suggested broad-basing of the objectives listed at SI No. (2) 
and (3) above so as to highlight various problems of pensioners 

141.29 The pensioners' associations which appeared before the 

Commission expressed their satisfaction at the functioning of the SCOVA but felt 
that it should meet more frequently than at present to discuss problems afllicting 
the pensioners. The Commission had received the maximum number of 
memoranda from the pensioners and their associations and it became difficult for 
it to decide which associations should be called to tender oral evidence. With a 
view to providing an effective forum to the pensioners and their associations for 
rcdrcssal of their grievances, we feel that SCOVA should meet more frequently 
and at least once in three months. We are also of the view that SCOVA 
should be a multi-tier institution and it should have the same machinery for 
implementation of the decisions taken as in the case of JCM including that of 
reference to Board of Arbitration wherever a disagreement is recorded, and 
the requirement of going to Parliament where a particular Award is not to be 
implemented by Government Unless the SCOVA becomes an effective 
institution for providing redressal of disputes and complaints with respect to 
pensionary matters, courts would continue to be flooded with petitions The 
Department of Pension and Pensioners' Welfare may evolve a suitable mechanism 
to regulate the number of pensioners' associations and identify effective ones which 
should only be consulted on policy matters concerning the pensioner community 


141 30 There should also be a wcll-considcrcd policy for nominating 

representatives of pensioners on various committees and other fora of 
Government where issues relating to the welfare of pensioners arc likely to be 
discussed and debated. This will give them a feeling of involvement in decision 
making. 


153 31 While most of the State Governments adopt the recommendations 

of the Central Pay Commissions in regard to pensionary benefits, others set up 
their own Pay Commissions for determination of the pensionary benefits of their 
employees. Suggestions have been made by a number of pensioners' associations 
that there should be complete parity in rctiral benefits among employees of Central 
and State Governments and autonomous organisations which arc financed wholly 
or partly by the Central or Slate Governments. While there can be little doubt 
about the usefulness and advantage of having a uniform pattern of retirement 
benefits for the employees of Central and State Governments and autonomous 
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organisations, we feel it would not. be appropriate for us to put fetters on the 
discretion and authority of Stale-Governments or autonomous organisations 
to determine the conditions of service and quantum of pensionary benefits to their 
employees, taking into account their own financial position and the peculiar 
circumstances of each Stale. 
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GENERAL 


142.1 Our terms of reference in respect of the Armed Forces personnel 

arc identical to the terms of reference for other Central Government employees As 
brought out elsewhere, our terms of reference with regard to Armed Forces 
personnel represent a major departure from the terms of reference of the Third and 
Fourth CPCs. While these CPCs were not required to examine the terms and 
conditions pf service of the Armed Forces personnel, we have been entrusted with 
the task of studying and making recommendations also on the various conditions 
of sen ice of the Armed Forces Personnel like their terms of engagement, sen ice 
tenure, age of reurement, qualifying scnicc for promotion etc. as for other Central 
Government employees 


PROCEDURE OF WORK 


142 2 To enable the scniccs to formulate their proposals in respect of 

service personnel, the Government set up special pay cells in the three Scnicc 
Hqrs. under an officer of the rank of Major General and equivalent. Following the 
procedure adopted by earlier Pay Commissions, a cell was also set up by the 
gov ernment in the Ministry of Defence for handling of these matters in the 
Ministry 

142 3 The Armed Forces submitted a joint memorandum containing their 

proposals on pay and allowances, and conditions of service and pensions. We arc 
happy to note that it was for the first time that a joint memoraitdum on such issues 
was submitted to a CPC by the three Services On receipt of the memorandum, we 
obtained the views of the Ministry of Defence on the proposals made by the Armed 
Forces We also received supplementary demands from the Armed Forces in the 
form of addenda to the joint memorandum 

142.4 In order to consider the proposals in detail, we had several 

discussions with the representatives of the Armed Forces Pay Commission Cells 
and officers of the Ministry of Defence A substantial amount of supplementary 
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142 :• As per normal practice we had discussions with the three Sen ice 

Chiefs to obtain their specific v iews on the proposals and other connected matters 
Useful discussions were also conducted with the Financial Adviser (Defence 
Serv ices), two retired Chiefs of Naval and Air Staff and a retired Army Commander 
which enabled us to gam a broader understanding of the issues involved 

142 6 On two major issues, we felt the need for a more detailed 

examination and requested the Institute of Defence Studies and Analyses (IDSA) to 
conduct a study on Manpower Optimisation in the Armed Forces' and the National 
Institute of Nutrition (N1N) to conduct a review of Ration Seales for Personnel of the 
Armed Forces. These studies were useful in formulating our proposals on the above 
mentioned aspects. 

142 7 To see the conditions under which Service personnel have to 

operate, we visited some of the forward areas and also witnessed exercises arranged 
by the three services. These visits also enabled us to interact \v uh a cross-section of 
Sen ice personnel and identify their specific concerns. 
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TRole and Cfienatiny Scenanax 


INTRODUCTION 


143 I India has land and maritime boundaries with eleven countries 

The Government is responsible for ensuring the defence of the country and 
maintaining its territorial integrity. The main objective of our defence policy is to 
promote and sustain durable peace. Towards this end, our Defence Forces have to 
be kept adequately equipped to counter any attempt to challenge the country's 
territorial intcgnly and sovereignty The role of our Armed Forces is consequently 
guided by our geographical situation, past experiences, contemporary concerns and 
constraints and our world view as a nation-state. 

143.2 The four wars that the country' has fought have had their effect in 
shaping the growth and evolution of our Armed Forces. In fact, the 1962 war with 
China and 1971 war with Pakistan were watersheds in our military history and 
determined the force levels required to be maintained Though we have not fought 
a full-fledged war since 1971, wc have had to contend with many a covert and overt 
threat to our security. Since the late eighties, wc have been battling a low intensity 
war through trans-border terrorism and insurgencies The present strategic 
environment around us has .cased a bit after the end of the cold war and 
improvement of our relations with China but it still poses challenges and the 
Armed Forces have to be kept in a slate of readiness to meet all threats and 
eventualities 

143.3 Our preparedness to. meet the real and potential threats to our 
security is not only vital to our territorial integrity, it is also a necessary adjunct to 
the unhindered socio-economic development of our people. But given our 
commitment to international peace and security and the on-going resource 
constraints before us, wc can not overpitch our defence preparedness What wc 
really need is a credible, cost-effective and affordable defence 

143.4 It is in the context of this scenario that the structure and role of our 
Armed Forces and the requirements of a well defined and clear defence policy arc 
to be examined 
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STRUCTURE AND ROLE OF THE INDIAN ARMY 


143.5 The Indian Army, a volunteer force of around one million, is the 

fourth largest Army in the world It is organised into five operational commands. 
Southern. Western. Eastern. Central and Northern, and one Training command 
responsible for evolving military doctrines for operations. Operational commands 
arc responsible for all operations of war within their geographical limits. Each 
command controls three operational Corps, which in turn control operations of 
three to five Divisions. Apart from these, each Command controls a number of 
static formations like Areas, Sub-Areas, Training Establishments and logistic 
installations The above structure is controlled by the Chief of Army Staff through 
Army Headquarters. He is assisted by the Vice Chief of Army Staff and seven 
Principal Staff Officers. 

143.0 The primary task assigned to the Army is to safeguard the 

territorial integrity of the nation against external threats. In addition, when 
specifically asked to do so. the Army has to assist the civ il administration to quell 
internal disturbances and in the maintenance of law and order, ittorganising relief 
operations during natural calamities and in the maintenance of essential services. 


STRUCTURE AND ROLE OF THE INDIAN NAVY 


143.7 The Indian Navy is organised into two operational commands: 

Western and Eastern; and one training command: the Southern Command. The 
Chief of Naval Staff exercises both operational and administrative control on the 
Navy from Naval Headquarters. In discharging his functions, he is assisted by the 
Vice Chief of Naval Staff and three Principal Staff Officers. 

143 8 The defence of India's maritime interests is the primary 

responsibility of the Indian Navy. During war, it is tasked to defend the mainland 
and our island territories from seaborne attack, safeguard our scalincs of 
communication, ports and harbours, prevent the enemy from using the seas for its 
purposes, launch attacks on the enemy from the sea and protect our offshore 
resources and safeguard the Exclusive Economic Zone. The peace-time role of the 
Navy includes fisheries protection, search and rescue of ships in distress, marine 
survey and oceanography. The Navy' is also called upon to assist the Coast Guard 
and Indian Customs in anti-smuggling activities. 


STRUCTURE AND ROLE OF THE INDIAN AIR FORCE 


143.9 The Indian Air Force is organised into seven commands on 

functional-cum-geographical basis. The five operational commands: Western, 
Eastern, Central, Southern and South-Western, are responsible for the planning and 
execution of all types of air operations within .their respective geographical limits. 
The two functional commands: Training Command and Maintenance Command; 
arc responsible for flying and ground training and for logistics and maintenance 
respectively The Chief of the Air staff exercises both operational and 
administrative control of the Air Force from Air Headquarters. In discharging his 
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143 10 The primary role of the Indian Air Force is the defence of our 

national territory and essential communications against outside air attack and 
application of direct pressure during war on the enemy’s power of resistance by 
attacks on vital military, industrial and economic centres across the borders It also 
has a major responsibility to assist the other two services in the pursuit of their 
respective operational objectives even in areas of direct combat like Offensive Air 
Support and Maritime Strike, in addition to providing paradrop. troop lift, air 
maintenance, reconnaissance and communication assistance to the Army and Navy 
The Air Force is also called upon to provide aid to civil authorities during natural 
calamities 


REDEFINING THE ROLE 


143.11 The far-reaching changes and technological developments that 

have taken place since the beginning of the nineties, both at the global level and in 
our immediate neighbourhood, have brought about a qualitative change in our 
security environment. While the end of the cold war and the on-going Sino-Indian 
rapprochement arc positive developments from the angle of our national security, 
the worrying points arc the developments on the issues of nuclear non-proliferation 
and Missile Technology Control Regime, and Pakistan's attempt to embroil us in 
a low-cost proxy war and its nuclear designs Though the emerging threat scenario 
precludes the possibility of a direct military confrontation with our adversaries, the 
possibility of non-military threats and pressures on us because of our forthright 
stand on the issues relating to indefinite extension of the Non-proliferation Treaty 
(NPT). the conclusion of Comprehensive Test Ban Treaty (CTBT) and indigenous 
missile dev elopment programme can not be ruled out 

14312 In the emerging threat scenario, we feel there is an urgent need to 

reassess both the country-specific and non-country specific challenges to our 
national security and to restructure our defence preparedness based on such 
assessment. Such an exercise should also be dovetailed to the need for 
modernisation of the Armed Forces and optimisation of defence expenditure in 
view of the ongoing resource constraints. 

143.13 To this end, we recommend immediate constitution of a 

Cabinet Committee on National Security and re-constitution of the National 
Security Council, in our opinion, the National Security Council should be a 
broad-based institution having representation from Government, media, academia 
and independent strategic analysts and thinkers It would serve as a think-tank on 
defence and national security matters as well as a forum for brain-storming on all 
issues impinging on national security, so as to provide necessary inputs to the 
Cabinet Committee on National Security on a continuing basis 

14314 The primary task of the Army is to defend our territorial integrity 

against external aggression and war and to remain ever prepared to meet any 
eventuality of war and external aggression. The current trends indicate that, the 
Army has been increasingly involved in internal security duties, which has not only 
put aviodablc strain on the Army but is also affecting the ethos and morale of its 
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personnel We strongly feel that though the Army should be available, it 
should not be routinely involved in internal security problems, the primary 
responsibility of which is that of the Ministry of Home Affairs. We have 
separately made recommendations elsewhere on reorganisation of Police 
Forces for counter-insurgency and internal security purposes. 

14315 In this context we feel that the need for having Rashlriya Rdlcs-a 
regular outfit of the Army-for internal security duties should be reviewed We 
recommend that the Government should immediately disband the outfit and 
rev ert the engaged personnel to the main cadres of the Anny, which is purportedly 
facing shortfalls at critical levels. 

14316 We have also gone into the initiatives taken by the Armed Forces 
in the context of the continuing rapid advancements in combat technology which 
require a commensurate pace of modernisation in the Armed Forces We feel that 
heavier investment in modernisation is a must to sustain this pace. Considering that 
the cost of maintaining Defence manpower is high and that a sizeable portion of 
defence expenditure is spent on manpower and manpower related costs, it is 
imperative that these costs be reduced drastically so that the funds released can be 
used for acquisition of modem equipment. We suggest that a comprehensive 
modernisation plan in the backdrop of existing resource constraints be drawn 
up on an inter-service basis along with a manpower-optimisation plan with a 
view to adding more teeth to our defence preparedness. 

14317 Some suggestions have also been made by us with regard to the 
changing role of the Armed Forces and approach towards manpower optimisation 
We think that suggestions made here and elsewhere would ultimately result in a 
more cost-effective and credible approach towards defence preparedness 
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144.1 One or the major concerns governing our appreciation of the Armed 

Forces salary structure has been the need to provide a compensation package geared 
to enhance the morale and quality of both officers and men. While 'morale' in our 
opinion would basically pertain to serving personnel, 'quality' has a bearing on cuncnt 
and future intake 

144 2 Central to the question of quality is the question of the attractiveness 

of the military career, specially in the context of the voluntary character of our Anncd 
Forces While no serious shortfall has been reported in recruitment of PBOR and in 
the officers' cadre of Navy and Air Force, a shortage of over 12.000 officers has been 
inumated in the Army It has been stated by the Armed Forces Headquarters that the 
shortage can be ascribed to the inability of potential recruits to clear prescribed 
selection tests. The Indian Air Force has expressed concern over the disconcertingly 
low marks obtained by candidates selected through Services Selection Boards The 
Navy has pointed out that materialistic priorities are becoming more important than the 
honour and prestige of serv ing in the Aimed Forces. We observe that the shortfall of 
intake into the Army has also invited adverse comment from the Comptroller and 
Auditor General in their Report on Defence Services for the vear ended 31 March 
1995 

144 3 In order to formulate their proposals, the Armed Forces carried out 

studies with the help of consultants for ascertaining the expectations of potential 
reenuts and the aspirations of existing personnel They commissioned Marketing and 
Research Group (MARG) to cany out a study to assess career preferences and position 
of Armed Forces in the set of career options as well as to identify the factors 
contributing towards their unaltractivcncss 

144.4 Further, to evaluate the aspirations of existing personnel the College 

of Defence Management (CDM). Hyderabad was asked to conduct an opinion poll to 
establish major concerns of serving Armed Forces personnel relating to the structure 
of their emoluments and terms and conditions of service 

144 5 The Armed Forces also commissioned M/s ABC Consultants to 

conduct a comparative study of remuneration packages in various sectors of 
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employ mem-ptofcssion. analyze compensation practices for defence services in other 
countries and carry out a pilot job evaluation study to determine the relative worth of 
lobs m officer cadre of Armed Forces with other Govt services The Armed Forces 
have based their proposals on these three studies 


SERVICES PROPOSALS 


144 6 The Serv ices have suggested two options for restoring the 

attractiveness of the Armed Forces -the first to improve the psychic factor and the 
second to improve the emoluments structure The psychic’ factor is stated to flow from 
a sense of possessing authority and power, status and prestige, distinction in society 
at large and feeling of involvement in the governance of the country. It has been slated 
that the adverse changes in die relativity established through the Warrant of Precedence 
has been a major contributor to the deteriorating psychic factor and restoration of the 
position prevailing as per Warrants of Precedence before I9S0 has been demanded 
Besides this, the Armed Forces have emphasised the need to give special consideration 
to the constraints of their organizational and functional hierarchy which prevents 
creation of posts at higher levels and therefore results in limited career prospects with 
the accompanying psychological pressure of possible supersession The long term 
solution in their opinion lies in a lean regular cadre and a wide Short Service 
Commission participation. As regards emoluments structure, the Armed Forces hav e 
suggested delinking of pay structure from rank structure on the lines of the present 
integrated pay scales both for officers and PBOR with relativities vis-a-vis civilians 
being based on pay rather than rank In addition, compensation for turbulence, 
provision of housing and education of children have also been cited as major concerns. 
Another proposal is to provide an assured career upto the universal age of retirement 
through lateral induction lor a second career option or as an alternative to provide 
adequate compensation in pensions. 


OUR APPROACH TO MORALE AND QUALITY 


144 7 We have examined the issue of unattractivcncss and Find that no 

significant shortage has been reported in the ease of Personnel Below Officer 
Rank As regards officers, the data submitted by the Armed Forces on the intake into 
die Armed Forces shows that although the NDA and IMA entry have suffered a slight 
setback, significant shortfalls exist mainly in the Short Service Commission and 
the Technical Entry streams the recruitment to which is done directly through the 
Services Selection Boards (SSBs). The Defence Ministry have also reiterated this 
position 

144 8 In the opinion of the Ministry of Defence, the reason for youngsters 

passing out of Universities, Schools etc not having first preference for Armed Forces 
is because of the psychological shift in favour of doing soft jobs and the answer is to 
inculcate a shift in their attitudes. The Ministry’ has also stated that the number of 
applicants for the posts of officers in the Armed Forces is increasing every' year 
Therefore, while there is no shortage of applicants, there is a shortage of candidates 
clearing the induction tests 

144 9 The C&AG Report has mentioned the low intake from among 

students from Sainik Schools and Military Schools, which arc primarily meant for 
preparing students for entry into Defence Services and involve considerable 
expenditure to the Govt 
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144.10 In our view, ihc shortfall in the regular entry could be attributed to 
the liberalised economic scenario and the removal of ceiling in private sector salaries, 
which have had an afl round impact on the attractiveness of the Government Sector m 
general and have been discussed elsewhere As regards the Short Service Commission, 
lire uncertainty of resettlement a(\cr the prescribed tenure could be a dissuading factor 
for potential recruits The MARG Report has indicated a high degree of sensitivity to 
the compensation package and has brought out that an additional 13% bright students 
would be willing to join the Armed Forces if the take home packet is increased to 
Rs 7000/- p m We find that the Third CPC. while considering the issue of shortfall 
in the intake of the officer cadre had held that "the quality of recruitment to the Armed 
Forces will be satisfactory only if service pays arc comparable to levels of remuneration 
in civilian employment." Considering all these factors, wc have recommended a 
starting salary of Rs.8250/- p.m. for Commissioned Officers of the Armed Forces 
giving them an edge over the Civil Services. Wc have also separately recommended 
that cadets during the period of training in Service Academics may be given a 
stipend of Rs.8000/- per month against the existing stipend of Rs.1500/- p.m. 
granted in the last six months of training. Wc feel (hat the higher starting salary 
coupled with the other benefits recommended specially for the Armed Forces would 
make them more attractive and lead to better response from the youth. 

144.11 In addition, in order to attract the youth as also to influence 
perceptions, wc suggest that purposive efforts may be made by the Armed Forces 
to give wide publicity through the media highlighting the advantages and special 
benefits available in a career in the Armed Forces. The constant refrain of the 
statements ascribed to the highest leadership in the Armed Forces only brings out the 
negative features of the present disenchantment of the youth with a military career 
Such an attitude is bound to be counter-productive as it may dissuade even those young 
men who may otherwise be willing to join the Armed Forces for reasons of patriotism, 
love of adventure or a nationalistic sentiment 

144 12 Further, in order to overcome the existing shortfall of officers, 

students from Military Schools and Sainik Schools may be considered for direct 
entry into the Armed Forces on the basis of the results of Class XII examination 
coupled with special test, without having to go through the NDA entrance examination. 
Alternatively, students in these schools may be compulsorily required to serve in the 
Armed Forces for a period of 5 years on the lines of the Armed Forces Medical 
College, keeping in view the fact that expenditure is incurred by the Government on 
training these students. We also suggest that the Armed Forces may conduct a 
review of the strength of Service officers on deputation and permanent 
secondment to other organizations. We arc of the view that through progressive 
civilianisation of those organizations, service officers could be withdrawn from them 
and deployed within the Armed Forces to overcome the shortages. 

144.13 With the uncertain career of the Short Service Commissioned 
Officers in mind, wc have recommended an increase in the reservation quota for 
ex-service personnel at the level of Assistant Commandants in CPOs from 10% 
to 25% . As a long-term measure wc have suggested a Joint Recruitment Board 
to recruit personnel who would be required to serve for the first few years with 
the Armed Forces and would subsequently be laterally shifted to the Central 
Police Organizations. This scheme would also ensure protection of seniority and in 
our opinion make the Short Service Commission more stable and attractive. 

144.14 We have also looked into the total package of benefits available to 
service personnel as compared to civilian employees. A large number of concessions 
and facilities are not available to civilian Gp. A’ Officers which arc available to 
service officers even in peace areas. These include free rations, subsidised license fees, 
electricity and water charges, free medical facilities, more liberal leave entitlements. 
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travel concessions. CSD facilities, wcighlagc in qualifying service for pensions etc 
Similarly PBOR arc entitled to free food, accommodation, clothing, free medical 
facilities, concession vouchers for travel, liberal leave entitlements and compensation 
in pensions Therefore, the total package of compensation available is tilted in 
favour of the Servicemen The Ministry of Defence have further pointed out that the 
cadre reviews undertaken for officers from time to tune have provided a substantial 
number of posts at higher levels and many posts earlier held by Colonels arc now 
being held by Brigadiers or Major Generals. The provision of granting acting or 
officiating rank also results in higher monetary compensation to Defence Officers 
Moreover, the provision of free food, accommodation and allied services to PBOR 
insulates them from inflationary trends and service in Armed Forces enables them to 
acquire at Government cost technical and other skills which arc marketable in the 
civilian world. Besides, several schemes for rehabilitation of cx-scrviccmcn have also 
been fonnulaicd by the Government and since 1992 near parity in pensions of past and 
present pensioners has also been provided. 

144 IS We consider that all the existing additional benefits arc morale- 

boosting measures and have made our recommendations elsewhere on the continuance 
of these special privileges. In addition, the following new provisions have also 
been suggested by us under the relevant Chapters: 

1. Grant of Assured Career Promotion Scheme to officers and PBOR to 
provide financial upgradation delinked from vacancies 

2. Abolition of rank of Second Lieutenant 

3 Reduction in time taken for substantive promotion of Sen ice Officers. 

4 Increase in weightage in qualifying service for pension. 

5 Substantial increase in rates of CILQ. 

6 Increase in rates of risk related and other allowances. 

7 Introduction of a scheme of lateral entry into CPOs to provide a fuller 
career. 

8 Introduction of liberal cx-gratia payment for casualties. 

9. Scheme to grant near parity in pensions. 

I ti. Enhanced percentages of reservation of posts in Government, and 

II Rationalisation of rules governing disability pension 

144 16 As regards the concern expressed by the Armed Forces regarding 

status as related to Warrant of Precedence, we feel it is not within our purview to 
suggest any changes in the Warrant of Precedence which is published after the approval 
of the President The Ministry feels that the existing table is well balanced and does 
not require any change 

14417 Taking into account the privileges already available to Armed Forces 

personnel and the new features suggested by us, we feel that the overall package of 
benefits would be such as to attract and motivate personnel of the right calibre to join 
die Armed Forces. We arc also confident that it would help in maintaining the morale 
and dedication of the existing Service personnel 
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145.1 The pay structure of Armed Forces personnel has evolved over the 
years in pursuance of recommendations made by various Committees/Pay 
Commissions. The Third CPC had, for the first time, considered the emoluments 
structure of Armed Forces personnel. Prior to that, different Committees, namely 
the Post War Pay Committee, 1947 and the Raghuramiah Committee 1960, had 
recommended consequential changes in the Armed Forces salaries structure, based 
on recommendations made by the First CPC and Second CPC for civilians. 

145.2 The Post-War Pay Committee, which laid the foundation for the 
structure of emoluments of Armed Forces personnel of independent India 
considerably simplified the pay structure and abolished a number of allowances 
which had relevance only to war conditions or which could be merged in the pay 
The basic principle followed by the Post War Pay Committee was one of 
"comparability" with civilian rates of pay under the Government and of an 'all 
inclusive nature of pay.' 


Raghuramatah 145.3 The Raghuramaiah Committee did not make any changes in the 

Committee, i960 p a y structure and equivalence established by the Post War Pay Committee. For 
officers, the Committee considered that the accepted parallel between Defence 
Service Officers and Class I Services of the Central Govt., particularly the Indian 
Police Service should be continued. For the soldier also the accepted parallel with 
the semi- skilled industrial worker was not disturbed. In addition, the Committee 
recommended continuance of special allowances and concessions granted in the 
intervening period. 

145.4 The Third CPC continued the principle of formulation of salaries 

on comparability with civilian rates of pay and based their recommendations using 
this yardstick. They felt that any comparison would necessarily have to be done in 
very broad terms as the service conditions were really not comparable. They 
examined the various conditions of service in the Armed Forces and felt that there 
were important features of military life which could be considered unique and not 
measurable by standards taken from civilian life. 


Third CPC's 
views 
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145.5 The Third CPC also considered that the concept of an all 
inclusive military salary may not be feasible in the Indian context as the service 
personnel had got accustomed to die system of allowances and concessions in kind 
and any withdrawal of these would lead to resistance. With regard to allowances 
die Third CPC were dicrcforc of die view that any element of service life which was 
a constant factor for bulk of the personnel should be compensated in pay itself and 
w here the element varies considerably based on nature of work and place of posting 
or specially hazardous assignments, separate allowances may be granted 

145.6 The Fourth CPC took note of the conditions of service while 
determining the compensation package and due consideration was given to the 
truncated career, rigid disciplinary code, frequent moves etc For Personnel Below 
Officer Rank, the Fourth CPC opined that the duties and responsibilities of an 
infantry soldier were such that he could not be compared with any other category 
of employee. As regards officers, the Fourth CPC felt that the pay structure should 
be such that it made the armed forces attractive as a career and provided a 
reasonable pay progression to the officers of the services 


ARMED FORCES PROPOSALS 


145.7 The Armed Forces have emphasised the aspect of inadequacy of 
remuneration in the context of the prevailing wage environment in the country'. It 
has been suggested that the recommended structure should enable each member of 
the Armed Forces to lead life at a standard appropriate to his image and status in 
society For determination of pay scales they have suggested that fair and valid 
comparison with civilians should provide the basis for formulation of pay scales 
It has been suggested that the pay scales of Service Officers should in no way be 
inferior to what the Central Govt offers to its top most Civil Services. The 
physical structuring of the pay scales must recognise the difference in the 
conditions of serv ice between the Armed Forces and the Civil Services. It must 
take note of the organizational and the cadre structure, career progression and 
retirement ages on both sides For PBOR, it has been proposed that norms for 
structuring of pay scales for Group B' and 'C* civilians must also be made 
applicable to them. The conditions of service such as entry qualifications, 
promotion, engagement periods etc. also need to be taken into account. Provision 
of substantial difference for merit and responsibility of higher rank has also been 
proposed 

145.8 The Aimed Forces have demanded that there should be adequate 
additional compensation for the unique conditions of service in the Armed Forces 
in the form of allowances, compensations and military service pay. The adverse 
impact of truncated career and the inescapable risk to life have been sought to be 
compensated. The exacting standards of military discipline and the liability for 
recall have similarly been identified as features requiring additional compensation. 
Hardships such as separation from family, unsettled life, high order of physical 
fitness required, hardships in field areas, are some of the other aspects highlighted 
by them 
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OUR APPROACH TO PAY DETERMINATION 


145 9 Wc have examined the proposals made by the Armed Forces in 

the context of the total package of benefits presently available Wc find that for 
officers, the present pay structure is designed to grant equal compensation for the 
rank held and total number of years of service rendered, irrespective of the arm or 
service to which the officer may belong. An edge in the starting pay scale has also 
been provided vis-a-vis the civilian Group A officers on account of the special and 
unique conditions of service Besides, additional compensation is also available in 
the pay scales, which lake into account the pyramidal structure and the constraints 
of command and control. After the Fourth CPC higher replacement scales as 
compared to corresponding civilian scales have also been granted For PBOR, the 
pay structure is determined on the basis of perceived relativities between 
occupational groups within the Armed Forces with some relativity being 
maintained with civilian pay scales. An edge has also been provided to the infantry 
soldier over the CPO constable. Besides, the deduction on account of home 
savings element’ which existed prior to Fourth CPC has been done away with, 
thereby resulting in higher compensation 

145 10 As far as compensation for other peculiar features like early 

retirement, risk to life, hardships and privations is concerned, it has been granted 
through special concessions and benefits as well as through allowances for 
particular locational hardships or for risks associated with specific duties Wc find 
that special benefits available uniformly to all officers of the Armed Forces include 
provision of accommodation, license fee payable at half the rates as compared to 
civilians, electricity and water charges at half the All India recovery rates, free 
rations in peace and field areas, wcighlagc in qualifying service for pension and 
higher percentage of commutation of pension, higher leave entitlement, travel 
concessions like 'D' Forms which entitle them to travel at 60% of fare, etc For 
PBOR, uniform additional compensation for special features is provided through 
grant of free accommodation, electricity and water, free rations, free uniforms, 
washing allowance, hair cutting/clcaning allowance, rum and cigarette allowance, 
annual free warrant for visiting home town, concession vouchers at 50% of fare 
while travelling at own expense, higher entitlement of leave, pension after 15 years 
of service, weightage in qualifying service for calculation of pension, higher 
commutation of pension etc. Reservation of vacancies in Government jobs has also 
been provided and several schemes for resettlement of cx-scrviccmcn initiated. 

145.11 In addition to the above compensations which arc not generally 
available to civilian employees, for specific hardships and hazards associated with 
place of posting, field allowances have been provided and for risky- nature of jobs 
such as flying, duty on submarines, paratrooping, diving, etc. special allowances 
have been granted. 

145.12 We have gone into the issue of determination of the salary 
structure keeping in view the proposals made by the Armed Forces. Government 
being the employer for both civilian employees and Armed Forces personnel, our 
major concern has been to provide just and equitable compensation to both the 
categories with no category of employee remunerated incongruously high or low. 
While our approach to adequacy- of remuneration, the impact of inflation and socio¬ 
economic changes including the effect of private sector salaries has already been 
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outlined in our general cliaptcr on principles of pay determination after taking into 
account the pro|>osa!s made by Armed Forces personnel the examination of duties 
and responsibilities of sen-ice personnel and their distinctive conditions of service 
merit separate appraisal. 

145 13 We have studied and seen for ourselves the conditions under 

which Scmccmcn operate, the complexity of weaponry they arc required to handle 
and the nature of duties and responsibilities they have to carry out We feel that the 
nature of duties and the organisational and hierarchical structure of the Armed 
Forces is such that no direct one to one equation with civilians can be established 
Grant of identical pay scales to civilians and service personnel may also not be 
feasible in view of the distinct differences in rank structure and conditions of 
service. The pay structure is, therefore, required to be evolved on the basis 
of broad comparability with civilian pay scales so as to ensure that the 
scheme of remuneration for the two categories is not very dissimilar. This is 
particularly relevant if we expect recruitment from the same pool of manpower for 
the Government as a whole. 

145 14 Having established this broad principle, in our opinion, some 

distinctive features of military life should find compensation in the pay structure 
itself. We have carefully considered this aspect and feel that the most prominent 
feature of service in Armed Forces is the requirement of young and physically 
fit personnel which results in shorter terms of engagement as compared to 
civilians. We feel that in view of the nature of duties carried out by the 
Services, any compromise on this requirement would have a deleterious 
impact. Secondly, the organisation is structured in such a manner that a large 
proportion of jobs are accounted for at lower levels, thereby preventing career 
progression in the manner available to civilian employees Thirdly, there is an 
element of risk and turbulence which is inherent in service life. In our opinion, the 
steps taken to counter the constraints of cadre structure should find reflection in the 
pay scales itself* and the aspect of turbulence and extra risk which is distinct from 
the nature of job of the civilians should similarly be apparent. We also feel that 
reasonable pay progression should be provided by delinking the progression 
from availability of vacancies both in the case of officers and PBOR. We have 
therefore formulated a scheme of assured career progression for these 
personnel also, which has been discussed under the relevant chapters. We have 
also kept these broad principles in mind while formulating the pay scales. 

14515 We generally agree with the approach followed by the Third CPC 

that an all inclusive salary' may not be workable in the Indian context in view of 
the numerous concessions in kind and allowances available to service personnel 
Besides, provision of food, accommodation and clothing in kind also insulates 
these personnel from inflationary trends. In view of this, our general approach is 
that the existing concessions on accommodation, electricity and water charges, 
travel and leave concessions and benefits granted in pensions should continue to 
be uniformly applicable to all personnel in view of the unique conditions of service. 
However, we have suggested some rationalisation of certain commonly 
available allowances. We have also recommended that specially hazardous nature 
of duties and hardships not common to all and occasioned either due to nature of 
deployment or specific type of job may be continued to be compensated in th^ form 
of separate allowances as at present. For service in field areas distinctly higher 
compensation for the specific duration of such employment should be available, for 
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which reason we have substantially raised the rates of such allowances. In 
addition, to cover the contingency of death during operations, compensation 
in terms of ex-gratia awards has also suggested. 


MILITARY SERVICE PAY 


145.16 The Armed Forces have suggested that the disadvantages of 

service life such as risk to life and limb, turbulence and trauma, commitment and 
dedication to service justify the introduction of an additional element in their salary. 
They have therefore proposed grant of a military service pay to service personnel. 

145 17 We have examined the issue in the context of the existing 

compensations available to service personnel and feel that grant of military service 
pay would imply that the special features of military life be compensated by grant 
of a single identifiable element. We have already listed the additional benefits 
which are available to service personnel and feel that their replacement by a 
separate Military Service pay would be to the detriment of the Armed Forces. In 
view of this and keeping in view the possible repercussions on other categories of 
employees engaged in onerous nature of duties or in specialised jobs, we do not 
recommend grant of military service pay. However, we have recommended 
continuance of all the existing concessions and have also recommended an 
edge in the starting scale to compensate for the special features of military 
life. 
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General 146.1 The pay structure of PBQR in the Armed Forces has been devised 

keeping in view the nature of military employment and combat requirements of 
command and control which necessitate a sharp pyramidal organization so as to 
ensure a youthful profile. These compulsions have the impact of restricting career 
growth and lead to carh discharge of personnel. Increasing complexity of modem 
warfare and induction of sophisticated equipment and weapons arc accompanied 
with the process of upgradation of skills and appropriate classification of PBOR 
Keeping in view these considerations, PBOR of the Armed Forces arc remunerated 
according to trade groups which represent varying skill requirements. 


RECRUITMENT AND TRAINING 


Recruitment 146 2 While recruitment of PBOR in the Army and Navy has been 

dubbed together, and is made by Zonal Recruiting Offices and Branch Recruiting 
Offices, recruitment of airmen in the Air Force is carried out separately through the 
Central Airmen Selection Board and its branches. Keeping in view the service 
requirements, the general age of recruitment of PBOR is between 17 to 27 years. 
With the enhancement of recruitment qualifications of combat trades in the Army 
to matriculation, bulk of the personnel arc matric recruits, although higher 
qualifications arc also prescribed where required. We find that specific trade 
qualifications arc not generally insisted upon at the time of recruitment, but arc 
provided in-house 

Position on 146 3 We understand that there has been no serious shortfall in 

,,Uake recruitment in the case of Army PBOR. It has however been pointed out that 

shortages exist in the Navy, particularly in the artificer cadre, due to high level of 
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skills required and better job opportunities in the civil market. Problems arc also 
experienced in the retention of sailors after initial engagement in view of the 
considerable expansion of shipping and other services consequent on liberalisation 
of the economy Lack of volunteers for llic submarine and marine commando cadre 
has also been reported The problem of retention of trained manpower has been 
expressed as a common one by the three services 

146.4 Examining the pattern of training, we find that training is divided 

into phases consisting of general service training followed by professional and 
specialised training in trades Various professional and promotional courses arc 
included as pari of inscrvicc training at various stages in the career The duration 
of training varies from 6 months to 2 years, depending on the requirement. 


RANK AND GROUP STRUCTURE 


146.5 The existing authorised strength of PBOR in the Army is 9,98,000 

personnel, in the Navy it is 45197 men and in the Air Force it is 1,19,940 men. 
Each service has its own rank structure and for interscrvicc comparisons the 
following equivalence of ranks is adopted: 


RANK STRUCTURE 


Army 

% of posts 

Navy 

Air Force 

Sub Maj 

(0.45) 

MCPO I (2.93) 

MWO(2 24) 

Sub 

(3 06) 

MCPO 11 (4.72) 

WPO (4 30) 

Nb/Sub 

(3.45) 

CPO (8.78) 

JWO (9.80) 

Hav 

(18 26) 

PO (2365) 

Sgt (28.64) 

Naik 

(18 78) 

LS (50.92) 

Cpl (35.60) 

Sepoy 

(56.00) 

Sea I | 

LAC| 



Sea II | 

AC 1(19.42) 


146.6 PBOR in the Armed Forces arc presently paid on the basis of the 
group pay system. In the Army, there arc 205 trades, in Air Force there are 43 
trades while the Navy has 50 trades. These trades arc grouped into 5 pay groups 
in the Army, 4 in the Navy and 4 in the Air Force. Each group follows the same 
rank structure but has a different pay structure, although there are number of 
common pay scales. In the Army, at the time of entry into serv ice, every soldier 
according to entry qualification and tests is allotted a trade from one of the 
categories, viz., Soldier (General Duty). Soldier (Technical), Soldier (Clcrk/Skilled 
Tradesman) and Soldier (Tradesman). Subsequently, based on aptitude, choice and 
vacancies, as an inhousc exercise, 'Trade Allocation Group' in various Arms 
allocates one of the trades. Till the period that the training is completed and the 
soldier allotted to his particular group, he draws recruits pay which is based on 
entry qualifications. A similar pattern exists for the Navy and Air Force also. 

146.7 There arc differences in the entry qualifications, training periods, 
terms of engagement, qualifying service for promotions etc. for PBOR in the three 
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services In the Army the Group A comprises artificers, gunnery instructors, etc 
and consists mainly of trades rcinuslcrcd from other groups, Group B includes the 
clerks, storekeepers, artisans who join as matriculates. Group C comprises 
armourers, vehicle mechanics and operators who arc also matriculates. Group ' D’ 
has die largest concentration of personnel and includes the combat trades including 
the infantry soldier, specialist drivers and except for 6 trades, the rest arc 
matriculate trades. The infantry soldier who is in Group 'D' has been considered 
as the nodal point to establish relativities with civilian employees. Group ' E’ is the 
non-niatric group comprising drivers, cooks and erstwhile non-combatiscd groups. 
However, a few matric-cnlry trades also find a place in this Group 

146 8 In the Air Force, Group I consists of highly skilled technical 

trades, most of whom arc directly recruited with qualifications of 10+2 with 
Physics, Chemistry and Mathematics as compulsory subjects Group II has 
technicians, meteorological assistants, education instructors etc. consisting 
matriculates with some prescription on minimum marks. Group III has 
matriculates employed as clerks, storekeepers, medical assistants etc, and Group 
IV has general duty aircraft hands, drivers, catering assistants etc., with the only 
non-matric trade being that of a musician. 

146.9 The Navy has basically three types of entry-thc diploma entry, 
who are recruited as artificers in Group A; the matric entry like submarine and 
aviation personnel in the Special Group mid the seamen, electrical mechanics, radio 
operators and other trades in Group B, and the non-matric entry consisting of 
cooks, stewards, musicians etc. in Group 'C. In addition, there is an Apprentice 
Entry Scheme under which matriculates with mathematics and general science as 
subjects arc recruited through an All India Examination for induction into the 
Artificer Cadre. 

146.10 Recruiting rules prov ide for relaxation in respect of educational 
and physical standards to the candidates from certain specified backward, remote, 
border, hilly and tribal regions to give them due representation in the Army. 
Relaxation in physical standards is also given to one son and one grandson each of 
serving soldiers, ex-Servicemen and widows of battle casualties. 

146 11 The maximum concentration of personnel in the Army is in Group 

‘ D’, in the Navy in Group ‘B’ and in the Air Force in Group I. The table below 
indicates the equivalence of the trade groups among the services and percentage of 
population in the trade groups: 



TRADESTRUCTURE 

ARMY 

NAVY 

AIR FORCE 

Gp.No.of %of 

Gp. No.of %of 

Gp. No.of % of 

trades Popu¬ 

trades Popu¬ 

trades Popu¬ 

lation 

lation 

lation 


- 

- 

- 

A 

10 

12 

I 

18 

46.8 

A 

23 

0.9 

Spl 

19 

18 

II 

12 

13.7 

B 

52 

12.0 

B 

16 

60 

III 

9 

27.5 

C 

41 

9 1 

- 

- 

- 

- 

~ 


D 

60 

54.5 

C 

5 

10 

IV 

4 

12.0 

E 

29 

23.5 

- 

- 

- 

- 

- 

- 
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146 12 The requirement of physical fitness and the sharp pyramidal 

organizational structure has resulted in imposition of the concept of initial 
engagement extendable in short steps, which results in differential ages of 
retirement The terms of engagement of personnel in the three services arc based 
on the specific requirement of personnel in the three services. In the Army, the 
initial terms of engagement for Sepoys of the general category is 17 years with a 
reserve liability of 2 years and for technical trades it is 20 years with a reserve 
liability of3 years. Terms of engagement for Naiks, Havildars, Naib Subedars and 
Subedars arc 22 years, 24 years, 26 years and 28 years respectively. In the ease of 
Subedar Majors, the terms are 32 years of service or 4 years service in the rank 
whichever is earlier. In addition, these terms of engagement arc further subject to 
prescribed age limits which vary from 40 years for the lower ranks to 52 years for 
Subedar Majors. In the Air Force, the period of initial engagement is 20 years 
followed by a six-year extension and further extensions of three years at a time. 
Superannuation is at 55 years for all ranks but airmen who do not obtain the rank 
of Corporal within 15 years arc discharged from service. The Navy initially 
engages personnel for 15 years and thereafter service is extended in steps of 5 years 
with Leading Seamen serving for 25 years, Chief Petty Officers and Petty Officers 
serving till 50 years of age and Master Chiefs serving upto 55 years of age. 


PROMOTION PROSPECTS 
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146.13 The percentage of posts available in various ranks has already 
been illustrated in the table on Rank Structure. We have also been informed that 
there is considerable variation in the career progression in the three services as well 
as across trades in the same service. In the Air Force and the Navy, promotions 
upto the rank of Corporal and Leading Seaman arc by time scale, subject to passing 
of prescribed examinations. In the Army, all promotions arc by selection and based 
on vacancies in view of the distinct nature of the role of each rank in a combat 
situation However, there is also a requirement of passing trade tests. Promotions 
for PBOR are, therefore, highly competitive and avenues for career progression 
limited. It has been brought out that in the Army, due to organizational constraints 
a large percentage of soldiers do not achieve even the first rung of promotion to 
Naiks and the overall percentage of superseded personnel at any point of time is 
37.10%. The actual time taken for promotions is also stated to be much above the 
minimum eligibility period required for promotion and a great deal of variation in 
time taken for promotion exists between trade groups. 

146.14 In the Air Force, after completion of training and passing of trade 
test, an airman is posted to the unit as Aircraftsman. There is also provision for 
direct reclassification to Leading Aircraftsman (LAC). Promotion above Corporal 
upto Junior Warrant Officer is subject to passing trade/educational tests and 
availability of vacancies. Promotion above JWO is on the basis of fitness, merit 
and availability of vacancies. It has been brought out that there is wide variation 
between actual time taken for promotion and the eligibility period and while the 
eligibility for promotion to JWO is 12 years, actual time taken varies between 16 - 
31 years. Similar time lag exists for promotion to higher ranks also. 
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146 15 With regard to promotion prospects, the Navy has also brought 

out that in the Artificer cadre promotion to Chief Artificer lakes 7-9 years, against 
the stipulated 7 years, and some delay takes place on .promotion from Chief 
Artificer to MCPO-1 also In the non-artificer cadre, available data indicates that 
promotion to the rank of Petty Officer lakes 10-12 years, against the eligibility of 
7 years service and promotion to MCPO-1 takes on an average 26 years of service 
against the eligibility of 16 years. 


ARMED FORCES PROPOSALS ON PAY STRUCTURE 


146.16 It has been slated by the Armed Forces that the problems arising 

due to the constraints of the cadre structure which require attention are the 
truncated nature of the career, the long time taken for promotions vis-a-vis the 
stipulated eligibility period, differences in career progression between trades and 
from service to service, and the problem of retention of highly skilled personnel in 
view of opportunities in other sectors. While no change in the cadre structure itself 
has been suggested, the problem of variable progression of trades is sought to be 
resolved by evolving h suitable pay structure and running integrated pay scales 
have therefore been suggested so as to ensure that on attaining the same rank even 
at different lengths of service, personnel coming together at that point of time draw 
the same pay. 

146 17 It has also been suggested that unlike the single point linkage of 

infantry soldier with industrial worker, the linkage should be established at various 
cardinal points throughout the career progression and pay determined on point to 
point basis giving due weightage to combat and leadership skills, medical fitness 
requirements etc. 

146.18 The Armed Forces have urged that the pay structure should be 

evolved on entry qualifications as applicable to Civilian Central Govt, employees. 
It has been suggested that the pay scales for matric entry should be the main scale 
for the purpose of relativity. Where the entry qualifi- cations are a Diploma in 
technical subject/Engg. or in-service training is recognised as a Diploma/ 
equivalent qualification or for graduate entry, pay scales should be equated to 
scales with the same entry qualification in Central Govt. Two separate integrated 
scales of pay, one from Sepoy to Havildar and another for JCOs have been 
recommended for both diploma entry and matric entry soldiers. For non matric 
entry, a pay scale covering 3 years and ultimately meeting the integrated pay scale 
for matric entry personnel has been proposed. 

We have considered the various suggestions made by the Armed 
Forces in the succeeding paragraphs. 


REVIEW OF TERMS OF ENGAGEMENT 


146.19 We have earlier in the Chapter indicated the existing terms of 

engagement of P60R of the three services. In order to overcome the problems 
created by a truncated career, the Armed Forces have suggested a review of the 
terms of engagement of Army personnel to meet the dual objectives of maintaining 
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a youthful profile and providing a fuller career We have dealt with this proposal 
in our Chapter on optimising the size of the Armed Forces and 
recommendations made therein will apply 


DELINKING OF TRADE STRUCTURE FROM PAY STRUCTURE 


146.20 At present remuneration for PBOR is linked to the trade group 
they belong to and the pattern of progression and pay scales available to that trade 
group. It has been suggested that the pay structure should be delinked from the 
trade structure in view of the inherent disadvantages of variable progression and 
the need for compensation for leadership and combat skills. 

146.21 We have gone into the issue and find that the existing structure 
based on trade groups has evolved over a period of time. The Post-War Pay 
Committee grouped the then trades into 8 groups of the Army, 5 groups of the Air 
Force and 4 groups of the Navy'. The Third CPC considered the issue of 
classification of trades in the context of the Armed Forces’ demand to equate the 
infantry soldier with the skilled worker. They took note of the technological 
changes both in the factories and workshops as well in the infantryman’s role, 
which demanded higher technological knowledge due to increasing complexity of 
weapons over the years. In the ease of infantry soldiers and several service trades, 
no formal pre-entry qualifications were prescribed and fairly intensive in-service 
training had to be imparted to recruits. Keeping all these factors in view they felt 
it would be more appropriate to place the infantry soldier between a semi-skilled 
and a skilled workman. Infantry soldiers who were in Group F as a result of this 
reclassification got elevated to Group D. They' also considered that the Group E 
soldiers had passed trade tests after induction as semi-skilled workers and in view 
of the small pay differential between Group E & F, they were also elevated to 
Group D. No change was made to the Navy groups and for the Air Force, Groups 
III and IV were merged. The Third CPC also considered that a further reduction 
of pay groups would be difficult, as such a measure could only follow 
comprehensive job evaluation studies. 

146.22 On the issue of reclassification of existing trades, the Fourth Pay- 
Commission recommended that cases of dissimilar remuneration for similar trades 
may be examined by the Army Trade Qualification Committee (ATQC) or any 
other expert body to bring about uniformity. Until then they suggested that the 
existing pay groups in the three services may continue with the present distribution 
of trades in these groups 


146.23 We have studied the existing distribution of trades and find that 

there are disparities in the pattern of grouping and remuneration of seemingly 
identical trades in the throe services. There is also no uniformity in the educational 
qualifications prescribed for a particular trade group. We find that reallocation of 
trades on achieving either higher qualifications or on improvement of skills has 
been an ongoing exercise in the Armed Forces. Considering all the relevant factors 
we are of the opinion that without a comprehensive exercise to group trades 
on an inter-service basis based on skills, it may not be possible to do away 
with the trade groupings related pay structure. The Ministry of Defence arc 
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also nol in favour of doing away wilh llic existing structure without a trade 
rationalisation exercise, since the existing trade groups indicate functional 
requirements and abolition of this old age system may lead to intcr/inlra service 
dissatisfaction We observe lliat although the Armed Forces in their memorandum 
have arrived at a common approach regarding a uniform structure, the proposals 
arc nol based on any job evaluation as such but arc basically based on consensus 
The Armed Forces have also contended that every- job in the Armed Forces has the 
components of a) Combat element b) Trade element c) Sub-cadre element and d) 
Leadership element and that successive Pay Commissions have only looked at the 
trade demerit for comparison and ignored other elements. While we arc not in 
agreement with the contention that other elements have not been considered, we 
agree that combat and leadership elements arc important components of service 
jobs and unless the trades arc evaluated and a weightage given for each of these 
elements, it may not be possible to arrive at a rational structure based solely on 
entry' qualifications nor is it possible to establish interscrvicc equations. It is 
relev ant to mention here that civilian industrial trades in the Ministry of Defence 
were also classified on the basis of a point rating system by an Expert 
Classification Committee In view of these factors, we do not recommend any 
change in the present system of trade groups based pay structure. However we 
consider that appropriate weightage to combat and leadership skills must be given 
and recommend setting up of an Inter Services Committee to evolve a system 
of rating of skills and classifying trades on a point rating system so that the 
pay structure could be rationalised. This would enable a more rational approach 
towards grant of common pay to the three Services and subsequent to the trade 
rationalisation exercise, a common pay structure for the three services can be 
devised. We also feel that the pay of the Group 'D' infantry soldier of the 
Army requires some upgradation especially keeping in view the recruitment 
qualification of matriculation. We therefore suggest that personnel in Group 
*D' of the Army nay be paid as per Group 'C' pay scales without changing 
the existing system of trade groups. 


PROBLEM OF STAGNATION AND DIFFERENCE IN TIME 
TAKEN FOR PROMOTIONS 


146.24 We have already indicated the variation between the actual time 

taken for promotions and the prescribed eligibility periods for such promotions. 
While we have suggested setting up of a Committee in order to evaluate and group 
comparable trades, we feel that the problem of stagnation and variable progression 
across trades arc also required to be addressed separately by us In this context, the 
Armed Forces have suggested that time scale promotion to the rank of Naik be 
granted in the Army after 10 years of service in order to achieve some measure of 
inter-service parity While we feel that promotion to higher ranks in the Armed 
Forces can only be based on functional justification in view of the organisational 
structure and command and control requirements, and certain differences are in¬ 
escapable, delinking of promotion from availability of vacancies by providing 
financial benefit of promotion without concurrently granting the rank or functional 
promotion could be justified. We also find that the maximum variation in 
promotion time between trade groups exists in the Army and in the Air Force and 
Navy promotions upto the rank of Corporal and equivalent are by time-scale. For 
promotions above that rank in the Navy and Air Force, variations between trades 
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and branches arc not as significant as in the ease of the Army, except for promotion 
from Sgt. to Junior Warrant officers in the Air Force Therefore, while we arc not 
in favour of substantive tune scale promotion to the rank of Naik in the Army in 
view of the distinct level of responsibility shouldered by Naiks and in view of the 
existing differentials in the terms of engagements of Sepoys and Naiks, we feel that 
financial upgradation could be granted. For civilian employees, we have already 
suggested a scheme of assured career progression whereby the next higher scale in 
the hierarchy would be granted after prescribed number of years subject to fitness 
to be determined by a screening board. For Personnel Below Officer Rank of the 
Armed Forces also we recommend that the ACP upgradation to the scale of 
Naik and equivalent may be granted after 10 years of service and the second 
ACP upgradation to the scale of Havildar and equivalent may be granted 
after 20 years of service. The second ACP would therefore be available to those 
who have been granted substantive promotion to the rank of Naik and equivalent. 
In our opinion, this method would render greater benefits in pay and pension and 
would also take care of the differences in promotion time to some extent. 


LINKAGE WITH CIVILIANS 


146.25 On the issue of relativity with civilians, we find that prior to the 
Fourth CPC a single point linkage was established between the industrial worker 
and the Group 'D' infantry soldier. The Post-War Pay Committee had equated the 
infantry soldier with three years' service after training with the semi-skilled worker. 
The Third CPC considered the issue of relativity in detail and while they were 
doubtful if any specific equations could be established between the Serv iceman and 
civilians, in view of the progress in technology and taking note of entry 
qualifications, they suggested that the infantry soldier be placed between the Semi¬ 
skilled' and skilled' workman. They, tliercforc, based their recommendations about 
the pay of the soldier on the pay granted to such workmen, added an X' factor 
element for the disadvantages inherent in service life and made deductions on 
account of the home savings element, finally arriving at a pay scale of Rs. 175-2- 
195 for the infantry Sepoy. The scale finally granted by the Government was 
Rs.200-5-260 which gave the soldier an edge over the CPO constable. The Fourth 
CPC had averred that the nature of duties of infantry soldiers was such that he 
could not really be compared with any other category of employee. We find that 
the pay finally granted after the Fourth CPC not only did away with the deduction 
on account of the home-savings element, but has been formulated in a manner to 
provide an edge after 3 years' service over the skilled worker. 

146.26 We find that the existing scale of pay of the infantry soldier is 
Rs.900-15-960-20-1120 and he actually starts at Rs.930 in the scale. We have 
gone into the issue of comparisons and after witnessing for ourselves the 
multifarious nature of duties carried out by infantry soldiers are inclined to agree 
with the Fourth CPC that the duties and responsibilities of infantry soldiers are not 
really comparable with any other category of employee. As regards comparison at 
other levels, there arc substantial differences in the rank and cadre structure of 
service personnel and civilians which cannot really be reconciled. A point to point 
comparison is therefore not possible unless a scientific enquiry in the form of job 
evaluation is undertaken. We have already suggested setting up of an Inter-Service 
Committee to rate skills and classify service trades. However, in the existing 
scenario, we feel that the personnel in the Central Police Organizations such as the 
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BSF arc required to carry out duties which could perhaps be categorised as broadly 
similar to the Armed Forces, although the job of an infantry soldier definitely is 
more demanding However, we have m doing so not suggested any change il the 
existing relation-ship with the skilled worker as established by the Fourth CPC in 
the pay scales recommended by them We, therefore, suggest that the infantry 
soldier may continue to have an edge at the start over the CPO Constable. 
In view of this, we have suggested a starting pay of Rs.3000 for the infantry 
soldier vis-a-vis Rs.2860 suggested for the CPO constable. 


PAY STRUCTURE AND ENTRY QUALIFICATIONS 


Our i !«• ha 146.27 With regard to the demand that the pay structure be devised on the 

basis of entry qualifications, we agree that the pay structure can be evolved on the 
basis of entry qualifications to the extent of linkage with the minimum pay scale 
fixed for a particular educational qualification on the civilian side. We have kept 
this in nnnd while suggesting matriculate and non-matric salaries for Armed Forces 
personnel As far as the diploma entry are concerned, it is seen that in majority of 
eases in the Armed Forces, diploma equivalent qualifications arc acquired in 
service and at Government expense. We find that the exact position in this regard 
is as follows: 


a) In the Air Force, the recruitment qualifications for the Gp I trades 
which are Diploma trades arc 10 + 2 with Physics Chemistry and 
Maths, and training is provided in house. Out of 18 trades in this 
group, 10 trades have been equated to Diploma in Engineering. 

b) In the Army, most of the Gp A trades which have been stated to 
be Diploma trades arc remustcrcd trades and personnel in these 
trades do not join with diploma qualifications. There is also a 
great deal of variation in the residency period in various trades 
before the diploma qualification is acquired. 

c) It is only in the Artificer cadre of the Navy' that there is direct 
entry of Diploma holders from Polytechnics. These Artificers are 
recruited in the rank of Acting Artificer Class IV with a pav scale 
ofRs. 1180-1205. 

Our Recomnten 
(lotions 


146.28 In view of the above, a common approach to diploma trades 

as suggested by the Armed Forces does not seem possible unless there is 
uniformity' in recruitment qualifications. However, for the matric entry recruit 
we have suggested a pay scale keeping in mind the scales prescribed for 
similar qualification on the civil side. As regards Artificers, we have improved 
their pay scales and in view of their fast progression which enables them to reach 
a scale of Rs. 1880 in a period of 7-9 years, we are unable to grant total parity with 
civilian diploma holders. 


RECOMMENDED PAY SCALES 


Genurul 


146 29 


We have already gone into the various issues concerning the 




Approach 


Pay Scales 
for Army 
PBOR 


formulation of the pay structure of PBOR in the context of the specific demands 
made by the Armed Forces. Since we have not suggested any change with regard 
to the trade groups, the existing differences in pay structure arc inescapable 
Moreover we do ‘not think that differences in progression between trades in the 
three services can be fully neutralised, functional requirements being different. We 
arc also not convinced if grant of integrated pay scales to PBOR would render any 
significant benefit in view of their shorter terms of engagement due to which a large 
proportion of personnel would exit from the system in the middle of the integrated 
pay scale and would not be able to derive any benefit of integrated scales In any 
ease, we have recommended that service officers too be brought on to regular scales 
of pay. In our opinion, the ACP scheme would be more beneficial to PBOR 
especially keeping in view the fact that their pension would continue to be 
calculated on the basis of maximum of the pay scales. We have already outlined 
the ACP scheme which would be available to PBOR of the Armed Forces and this 
would considerably neutralise the variable progression in trades without any impact 
on the youthful profile of the Armed Forces. 

146.30 Keeping in view all relevant factors and within the overall frame¬ 

work outlined above, we recommend the following pay scales for the personnel 
below officer rank of the Armed Forces. 



ARMY 




Rank 

Gp.A 

Gp.B 

Gd.C and D 

Gp.E 

Subedar 

Major 

7250-200- 

10050 

6750-200- 

9550 

6750-200- 

9550 

6600-200- 

9400 

Subedar 

6170-175- 

8970 

5770-155- 

8250 

5620-155- 

8100 

5395-155- 

7875 

Naib 

Subedar 

5200-125- 

7450 

4800-125- 

7050 

4650-125- 

6900 

4400-125- 

6650 

Havildar 

415Q-85- 

5425 

3600-85- 

4875 

3425-85- 

4700 

3250-85- 

4525 

Naik 

3700-70- 

4750 

3250-70- 

4300 

3150-70- 

4200 

2975-70- 

4025 

Sepoy 

3500-55- 

4160 

3050-55- 

3875 

2945-55- 

3825 

2900-55- 

3725 


Sepoys in Group 'C and 'Ll' will be granted a starting pay of 
RsJOOO in the scale, keeping in view the present position where 
the Group 'C' starts after one increment. 
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PAY SCALES OF DSC PERSONNEL 


14631 Personnel in the Defence Security Corps (DSC) who arc engaged 

in protecting valuable and strategically important defence installations and depots 
arc presently paid on the basis of Group B' and Group ' E’ pay scales of the Army 
applied to the clerical cadre and General Duties cadre respectively. It has been 
suggested that they may be granted pay scales based on ranks and rank pay may be 
paid in addition as incentive for merit and responsibility. In our recommendations 
for PBOR of the Anny, we have not made any changes in the present pay structure 
and the system of remuneration based on trade groups will continue. In view of 
this, we recommend that DSC personnel belonging to the clerical cadre may 
be continued to be paid on the basis of Group 'B' pay scales recommended 
for the Army and the General Duties Cadre may be paid as per the Group 'E' 
pay scales of the Army. 


CLASSIFICATION PAY IN THE ARMY 


146 32 The concept of classification pay is applicable to Army personnel 

only It is provided as an incentive for improving skills in their respective trades. 
At present, a soldier must achieve class 111, class II and class I level of proficiency 
for promotion to rank of Naik, Havildar and Naib Subedar respectively In the 
context of the integrated pay scales proposed by them, the Armed Forces have 
suggested that- 

a) Every soldier should attain class 3 level of proficiency in his trade 
on completion of training. 

b) On attaining class 2 a soldier will be eligible for promotion to 
Naik which will qualify him for rank pay of Naik. 

c) On attainment of Class 1 level, classification pay of Rs. 100/-pcr 
month may be granted 

146 33 The existing rates of classification pay arc as follows: 


Group 

Class 4 to 
Class 3 

Existing Rates 

Class 3 to 

Class 2 

Class 2 
Class I 

A 

- 

Rs.30/- 

Rs.30/- 

B 

Rs.25/- 

Rs.25/- 

Rs.25/- 

C 

Rs 20/- 

Rs.20/- 

Rs.20/- 

D 

Rs. 15/- 

Rs 15/- 

Rs 15/- 

E 

- 

Rs.10/- 

Rs. 10/- 


146.34 We have considered the proposal made by the Armed Forces and 

since the basic pay structure is not being changed, we recommend that the 
classification Pay may be renamed as Classification Allowance and the 
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existing rates may be doubled. However, since common pay scales for Gp C" 
and Group D' have been recommended, classification pay for Group D‘ may also 
be enhanced to Group C’ levels. 


APPOINTMENT PAY IN THE ARMY 


146.35 In addition to regular ranks of Naik and Havildar, the Army is 
authorised certain appointments in peace and war establishments, which arc 
granted incentive for additional responsibility and administrative work Individuals 
deployed on these appointments which arc available only upto the rank of Havildar, 
arc entitled to Appointment Pay. 

146.36 It has been suggested that the rates of Appointment Pay may be 
enhanced to Rs.100/- per month for all appointments presently in receipt of 
appointment pay. Introduction of appointment pay for some JCO level 
appointments in the Army and some appoinunents in Navy and Air Force have also 
been proposed. 

146.37 We find that appointment pay is granted for appointments other 
than regular ranks of the Army and is linked to some additional administrative 
duties to be carried out. Appointment Pay also compensates to an extent for lack 
of promotion avenues in the Army. Keeping all relevant factors in mind we 
suggest that the existing appointment pay may be renamed as 'Extra Duty 
Allowance' and revised as follows. 


Appointment 

Existing Rate 
(in Rs. per month) 

Revised Rate 

1 Lance Naik, Lance 
Havildar, Coy Havildar, 
Major, Coy Quarter 

Master Havildar 

24 

50 

2. Regiment QM/Battalion 
QM Havildar 

36 

75 

3. Battalion Havildar 

Major 

40 

80 


146.38 We, however, do not recommend extension of Appointment 

Pay to JCOs since they have already had the benefit of better promotion avenues. 
We also do not suggest grant of the allowance to Naval and Air Force 
personnel. 
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AIR FORCE PAY SCALES 


146.39 For personnel belonging lo Ihc Air Force, who arc distributed in 

four pay groups, we recommend the following pay scales: 



Group 1 

AIR FORCE 

Group II Group III 

Group IV 

Master 

Warrant 

Officer 

7400-200-10200 6750-200-9550 

6600-200-9400 

6600-200-9400 

Warrant 

Officer 

6495-175-9295 

6170-175-8970 

5620-155-8100 

5620-155-8100 

Junior 

Warrant 

Officer 

5530-125-7780 

5200-125-7450 

4650-125-6900 

4650-125-6900 

Sergeant 

4670-85-5945 

4320-85-5595 

3775-85-5050 

3775-85-5050 

Corporal 

4150-70-5200 

3900-70-4950 

3320-70-4370 

3200-70-4250 

Leading 4025-60-4925 
Aircraftsman 

3650-60-4550 

3200-60-4100 

3080-60-3980 

Air Craftsman 3675 

3200 

3050 

2975 


PAY STRUCTURE FOR NON-COMBATANTS (ENROLLED) 


146 40 In the Air force, a scheme of enrolling Non-combatants was 

started in 1968 in view of increasing difficulties experienced in moving Group ‘ D' 
civilians to forward air bases. Recruitment is made as lascars, cooks, dhobis, 
safaiwala, tailors, painters etc. with age limit for entry being 17-35 years and no 
minimum educational qualification prescribed for recruitment. These NCs(E) who 
number 9,9% against an authorization of 11,118 are presently in the pay scale of 
Rs.750- 12-870-EB-14-940 and have no promotion avenues. It has been suggested 
that in order to provide at least two opportunities for career advancement, posts of 
Tindals may be created in the ratio of one tindal for every 9 NCs(E) and one post 
of Head Tindal for every 9 Tindals. In order to restrict additional expenditure on 
account of creation of these posts, surrender of 614 posts of NCs(E) has been 
proposed. 

146.41 We have gone into the issue and feel that in view of the ACP 

scheme suggested by us for Group D' employees, higher grades can be provided 
under the dynamic' ACP Scheme without creation of posts. We therefore suggest 
that the two higher scales of Rs.775-1025 and Rs.800-1150 may be made 
available to NCs(E) after 12 and 24 years' service respectively under the 
provisions of the Assured Career Progression Scheme. However, the proposed 
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reduction in the establishment to the extent of 614 posts may be implemented, 
as these posts appear to be surplus to requirement 


NAVAL ARTIF1CERS-RESTRUCTURING & PAY SCALES 


146.42 Naval Artificers who constitute Group A of the Navy arc highly 

skilled personnel engaged in maintenance and repair work in the Marine 
Engineering Branch, Electrical Branch and Naval Aviation Branch. There arc two 
types of entry for Artificers, namely. Apprentice Entry and Direct (Diploma 
Holder) Entry. For Apprentice Entry, an All-India examination is conducted by the 
Navy. The educational qualification required for the Apprentice Entry is minimum 
of matriculation with mathematics and general science as primary subjects. All 
apprentices are required to undergo a 4-year apprenticeship training. On successful 
completion of this training, these apprentices arc equated to a diploma awarded by 
a Government Polytechnic and are rated as Artificer V class. At this stage, on-thc- 
job training is granted for another year to enable personnel to be rated as Acting 
Artificer IV class. Thereafter the sailor is required to appear in departmental 
examinations in the form of Fleet Boards, which finally clear him for effective 
manning of ships. This process takes about a year at the end of which the sailor is 
rated as Artificer IV class equivalent to a Petty Officer. 

146 43. Under the direct entry artificer scheme, diploma holders in specific 

disciplines from various Polytechnics arc recruited directly by the Navy. These 
sailors enter the service as Acting, Artificer IV and are thereafter given 18 months 
training which brings them up to the level of Artificer IV class. 

146 44 The Artificers of Navy arc graded according to their level of 

technical competence, experience and responsibility. Each grade in Artificer cadre 
is equated to a particular service rank, starling from equation of Artificer V Class 
with Leading Seaman, Acting Ait IV Class and Art IV Class with Petty officer and 
Art III Class, find Class, 1st Class and Chief Artificer being equated to Chief Petty 
Officers. Master Chief Art II Class and Master Chief Art 1st Class are equated to 
MCPOII and I respectively. 


146.45 We understand that Artificers III class, who qualify a specific 
examination called the "Charge Board”, become Chief-Artificer, which entitles 
them to a markedly higher pay scale. Only sailors designated as Chief Artificers 
are considered for promotion to MCPO II and MCPO I. Artificers II class and I 
class are those who have not been able to qualify the 'Charge Board' and therefore 
are not considered for selection to the ranks of MCPO II and I. 

146.46 The following suggestions with regard to the restructuring of the 
Artificer cadre have been made by the Armed Forces: 

a) Abolition of Artificer 11 and Artificer I, as their utility to the 
service is marginal, especially after the introduction of the ranks 
of MCPO II & I. 

b) Redesignation of remaining grades on the lines of regular Navy 
ranks with Artificer II Class and Chief Artificer to continue to 
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remain equated to Chief Petty Officer, and Acting Art IV Class 
to he equaled to Acting Petty Officer 

146 47 We have gone into the suggestions with regard to restructuring 

and feel that although there is no need to provide two promotion grades to 
Artificers III Class who have not qualified Charge Board' examination and arc not 
going to assume any higher responsibilities, in view of the existing position where 
they can attain higher scales, at least one more promotion avenue should remain 
open for them. We, therefore, recommend merger of the grades of Artificer 
II Class and Artificer I Class into a single grade instead of their abolition. 

146.48 We also recommend merger of the grades of Acting Artificer IV 

Class and Artificer IV Class into a single grade of Artificer IV Class as this would 
provide improvement in the pay scale of diploma holders In view of this proposed 
restructuring, we recommend the following revised pay scales for Artificers of 
the Navy 


ARTIFICERS 

Artificers/Mechanicians 

(in Rs.)_ 


a) Apprentice 1st vear 
(800) 

b) Apprentice 2nd vear 
(825) 

c) Apprentice 3rd vear 
(850) 

d) Apprentice 4th vear 
(875) 

c) Artificer Vth Class 
( 1000 - 20 - 1020 ) 

0 Acting Artificer IVth Class) 
(1180-25-1205) ) 

g) Artificer/Mechanician IVth Class) 

(1300-25-1350) ) 

h) Artificer/Mechanician Illrd Class 
(1425-25-1550-40-2070) 

i) Artificer/Mcchanician Ilnd Class) 

(1600-25-1725-40-2085-50-2285)) 

j) Artificer/Mechanician 1st Class) 

(1690-25-1815-40-2095-50-2395 ) 

I) Chief Artificcr/Mechanician 
(1880-40-2080-50-2730) 


Proposed Scales 
_ (in Rs.) _ 

2650 

2750 

2850 

2875 

Artificer IVth Class 
3200-60-3260 

Artificer Illrd Class 
4150-70-4360 


Artificer Ilnd Class 
4550-100-6350 

Artificer 1st Class 
5120-100-7120 


6000-125-8250 
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m) Master Chief Petty Officer II 6495-175-9295 

( 1930-50-22X0-60-2580-75-2955) 

n) Master Chief Petty Officer I 7400-200-10200 

(2250-60-2490-75-3240) 

For Artificers of the Aviation Cadre, we recommend the following revised pay 
scales 


Flight Engineer 
(in Rs.) 


Proposed Scales 
(in Rs.) 

a) Aircraft Artificcr/Mechanician III 
(1460-25-1660-40-2080-50-2130) 

Artificer/Mechanician II 
4675-100-6475 

b) Aircraft Artificer/Mechanician II) 
(1645-25-1720-40-2080-50-2400)) 

c) Aircraft Artificer/Mechanician I) 
(1700-25-1850-40-2050-50-2400)) 

Artificer/Mechanician 1 

5250-100-7250 

cJ) Chief Aircraft Artificer/Mechanician 
(1920-40-2080-50-2780) 

6150-125-8400 

e) Master Chief Aircraft Artificer 

Mechanician II 

(1930-50-2280-60-2580-75-2955) 

6495-175-9295 

0 Master Chief Aircraft Artificer 

Mechanician I 
(2250-50-2490-75-3240) 

7400-200-10200 

With regard to pay scales of flight signallers in the Navy, we recommend that they 
may continue to be paid on ihe basis of Group I scales of the Air Force as per the 
existing relativities. 

PAY SCALES OF OTHER NAVAL PERSONNEL 


146.49 With regard to other naval personnel, 

following pay scales: 

we recommend the 

NAVY 

Special Group 

Aviation/Submarine Group B 

Group C 


Master Chief Petty 

6750-200-9550 

6600-200-9400 

6600-200-9400 

Officer I 

Master Chief Petty 

6170-175-8970 

5620-155-8100 

5620-155-8100 

Officer 11 

Chief Petty Officer 

5200-125-7450 

4650-125-6900 

4650-125-6900 

Petty Officer 

4320-85-5595 

3775-85-5050 

3775-85-5050 
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Leading Seaman 
Seaman I 
Seaman II 


3900-70-4950 

3650-60-4550 

3325-60-3445 


3320-70-4370 

3200-60-4100 

3080-60-3200 


3200-70-4250 

3080-60-3980 

2865-55-3140 


The Seaman II in Gp. C may, however, be granted the 
starting pay of Rs.2975/-. 


PAY OF RECRUITS 


Services 146.50 As the service of a soldier is counted from the day of enrolment. 

Proposal the Armed Forces have proposed to make the proposed integrated pay scale 

applicable to him from the recruits stage itself. It has been suggested that this 
would ensure parity with the civil side where a person starts drawing the pay of his 
scale from joining and skills are acquired on the job itself. 

146.51 Since wc have not recommended any change in the basic pay 

structure of Armed Forces personnel and since the trade group is allotted after 
training, recruits cannot be granted the pay of the rank and group. In view of this, 
we suggest the following replacement scales for recruits in the Armed Forces: 


Our Recommen¬ 
dations 



Existing 

(Rs. p.m) 

Proposed 

Army 

Malric entry 

850 


2850 

Normal entry 

750 


2440 

Navy 

Avn/Sub Gp 

1000 


3200 

Gp. B 

900 


2900 

Gp. C 

825 


2750 

Air Force 

Gp. 1,11 & III 

850 


2850 

Gp IV 

800 


2650 


STATUSOFJCOS 


Demand 146.52 The Armed Forces have proposed that in view of the important 

functional role of JCOs and equivalent they should be granted financial and 
administrative powers at par with Group B' gazetted officers in the Central 
Government. They also recommend that their pay should not only fmd parity with 
Gp B Gazetted Civilian Officers, but have an edge in view of the unique 
characteristics of military service. 
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146.53 The system of Groups is proposed to be done away with for 

civilians and the gazetted/non-gazetted classification is also proposed to be 
abolished. In view of this, we arc unable to consider the demand 


PAY SCALES OF HONORARY COMMISSIONED OFFICERS 


146.54 Serving JCOs and equivalent of the Armed Forces, who have 
rendered specially distinguished service, arc granted commissions in the last year 
of service as Honorary officers in the rank of Captain or Lieutenants by the Service 
Chiefs. The grant of Honorary Commission entitles these personnel to higher pay. 
It has been suggested that these personnel may be granted enhanced pay and 
military service and rank pay in addition. 

146.55 We have considered the existing terms and conditions of grant of 
Honorary Commission and recommend the following revised pay for these 
personnel: 


Existing Pay Revised Pav 
_ (Rs. per month) _ 

1. Honorary Lieutenant & Equiv 3300 10500 

2. Honorary Captain & Equiv. 3400 10850 


PROVISION RELATING TO ACTING PROMOTION 


146.56 The Armed forces have a system of granting acting ranks to Junior 
Commissioned Officers and Non Commissioned Officers to fill the vacancies in 
authorised establishment. The acting rank remains unpaid until an unbroken period 
of 28 days has been served in that rank. After completion of this period, the unpaid 
acting rank is converted into a paid acting rank and the pay is admissible with 
retrospective effect. 

146.57 The Armed Forces have demanded that the condition of holding 
unpaid acting rank for 28 consecutive days for NCOs and JCOs should be 
abolished and the paid acting rank should be effective from the date of assumption, 
of the rank. 

146.58 We have considered the suggestion and since the paid acting rank 
is granted with retrospective effect, we do not recommend any change. Besides, 
there is a logic in ensuring that a reasonable period is spent in the rank before it is 
converted into a paid rank. 
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INTRODUCTION 


147.1 The imperatives of a youthful profile and high standard of physical 
fitness which govern the recruitment of PBOR are equally applicable to the officer 
cadre of the Armed Forces. Due to the command and rank oriented nature of the 
officer cadre, a major proportion of jobs are accounted for by the junior and middle 
levels. The cadre strengths in turn are based on force levels required to fulfil 
operational and support roles. However, unlike the PBOR, officers of the Armed 
Forces are paid on the basis of common pay scales for the three services. 


RANK STRUCTURE 


147.2 The existing authorised strength of service officers and the equivalence 


of ranks in the three services is indicated below: 

Army 

Navy 


Air Force 


Rank Strength 

Rank 

Strength 

Rank Strength 

General 1 

Admiral 

1 

Air Chief 

01 




Marshal 


Lt.General 57 

Vice Admiral) 


Air 

23 


) 

52 

Marshal 


Maj. Gen 196 

Rear Admiral) 


Air Vice 

48 




Marshal 
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Officer 
Cadre of 
Army 


Officer 
Cadre of 
the Navy 


Officer 
Cadre of 
the Air Force 


Entry into 
Armed Forces 


Army 

Navy 


Air Force 

Rank Strength 

Rank 

Strength 

Rank Strength 

Brigadier 796 

Colonel 3310 

Cmdc ) 

) 

Captain ) 

371 

Air Cmdc 152 

Group 587 

Captain 

Lt. Col. 3794 

Commander 

1191 

Wing 1791 

Commander 

Major 13889 

Capt. & 22604 
Subaltern 

Lt. 

Commander 
and Below 

5577 

Sqn. Leader 3645 

Flt.Lt.& 4622 
Below 

Total 44643 

7192 


10869 


CADRE CONFIGURATION 


147.3 In the Army, the Artillery, Mechanised Infantry, Infantry, Engineers, 
Signals and Army Aviation Corps comprise the arms or the fighting elements. The 
Army Service Corps, Army Ordnance Corps, Corps of Electrical and Mechanical 
Engineers, Army Postal Service Corps and the Pioneer Corps comprise the logistic 
support and maintenance element, while Intelligence Corps, Army Medical Corps, 
Army Dental Corps, Military Nursing Service, Remount and Veterinary Corps, 
Army Education Corps, Judge Advocate General's Branch, Army Physical Training 
Corps, Corps of Military Police and Military Farms comprise the specialist cadres. 

147.4 The Navy has a General List Cadre, which includes officers of all 
branches, namely, Executive, Engineering, Electrical and Education. In addition, 
there is the Special Duties List comprising officers promoted from the ranks. The 
General List cadre has two distinct special cadres superimposed, namely, the 
Av iation and Submarine cadres. 

147.5 The Officer cadre in the IAF consists of Flying Branch and Ground 
Duties Branches. The Ground Duties Branches comprise the technical branch, 
administrative branch, logistics branch, accounts branch, meteorological branch, 
education branch etc. 


RECRUITMENT 


147.6 Recruitment to the Armed Forces is done mainly through the UPSC 
The UPSC holds an all India competitive examination, known as the Combined 
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Defence Services Examination (COSE), twice a year University graduates arc 
eligible to take this examination and the qualified candidates join the respective 
training academics, namely the Indian Military Academy (IMA) for the Army, the 
Naval Academy for the Navy and the Air Force Academy for the Air Force The 
UPSC also liolds. twice a year, an examination for entry into the National Defence 
Academy (NDA) Candidates on completion of 10+2 Examination arc eligible to 
lake this examination. The successful candidates join the NDA and on completion 
of the NDA Course arc sent to the respective Service Academics for their pre- 
comniission training For Technical Branches as well as Law and certain other 
branches, the recruitment is made directly through the Services Selection Boards 
in the ease of the Army and the Navy, and through the Air Force Selection Board 
for the Air Force. 

147.7 Entry to the Army Medical Corps is through the Armed Forces' 
Medical College in ease of Permanent Commission Officers and from the open 
market for Short Service Commission Officers. All entrants to the Army Dental 
Corps come from civil institutions after completing BDS Course and a one-year 
internship course from dental colleges. 

147.8 All the three serv ices have schemes of promoting personnel from the 
ranks. In addition, a scheme to grant Short Service Commission for a period of 5 
years, extendable to 10 years, also exists. Since 1992, induction of women in 
specified Arms and Services on Short Service Commission basis has been started. 


TRAINING 


147 9 For NDA/Naval Academy cadets, the training covers 3 years after 
which the 10+2 entry cadets arc granted a graduation degree in Humanities/ 
Scicncc/Enginecring (for 10+2 technical entry in the Navy). These cadets are not 
entitled to any emoluments during this period of training. All graduates from 
NDA/Naval Academy along with Direct entry graduate recruits undergo a 12- 
month training (18 months for Direct Entry) at the Indian Military Academy/Air 
Force Academy in the case of Army and Air Force and at sea in the case of the 
Navy. During this period of training, no pay is admissible but during last six 
months of this training a stipend is paid. These Cadets/Midshipmen arc granted 
Commission and are entitled to their first pay and allowances only on successful 
completion of their training. However, Technical Graduates, Meteorological 
Branch Officers of Air Force, certain specialised categories like Law and Short 
Service Commission Officers of the Army and Navy' are granted commission into 
the service from the date of joining. 


POSITION OF INTAKE AND PROMOTION PROSPECTS 


14710 The Armed Forces have emphasized before us the aspect of shortfall 
in the intake of officers. The Army has specifically mentioned the constraints due 
to the shortage of over 12000 officers. Specific data on annual planned and actual 
intake under the various entry schemes has also been provided to us. We have 
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already highlighted the aspect of shortage in our chapter on the Morale and Quality 
of service personnel We arc given to understand that the Armed Forces arc facing 
considerable problems due to decline in the quality of intake and lack of optants for 
the fighting arms It has been slated that due to poor compensation for highly' 
disturbed and turbulent life, the number of officers seeking premature retirement 
is increasing. The poor attractiveness of the Short Service Commission is also 
cited as one of the major concerns. 

147.11 Promotion upto the rank of Major and equivalent arc time based and 
subject to qualifying the prescribed examinations. Promotion to higher ranks is by 
selection and depends on the number of available vacancies We have been 
informed that the scope for advancement in select ranks is limited due to the 
command and control structure. It has been stated that the distribution of posts in 
the Armed Forces is such that 92.2% of posts are accounted for upto the rank of 
Lt. Col and equivalent. The percentage of posts at higher levels has been stated to 
be as follows: 



Upto Lt.Col.& 
Equivalent 

Col/Brig.& 

Equivalent 

Maj Gen & 
Equivalent 

Lt Gcn.& 
Equivalent 

Army 

90.4 

9.1 

0.4 

0 16 

Navy 

93.7 

5.4 

049 

0.24 

Air Force 

92.2 

7.1 

0.5 

0.2 


Comparisons have been drawn with the percentages available to the civil services. 
However, it has been urged that cadre reviews in the Armed Forces are likely to 
create imbalances and nut contrary to the requirement of maintaining a youthful 
profile as well as lead to dilution of ranks. One of the known fallouts of cadre 
reviews carried out in the past has been to increase the average age of battalion 
commanders, which has a direct bearing on the fighting efficiency of the Armed 
Forces. 


EXISTINq PAY STRUCTURE 


147 12 Armed Forces officers upto the rank of Brigadier are presently paid on 

the basis of an integrated pay scale introduced on the recommendations of the 
Fourth CPC so as to provide reasonable career progression to service officers. To 
compensate for ranks attained, rank pay is also granted which attracts dearness 
allowance and is reckoned for pensionary benefits. The integrated pay scale has 
a fixed minimum pay for each rank linked to number of years taken to achieve such 
rank. The resultant effect is that personnel belonging to a particular rank with 
equal number of years of service are remunerated equally. Major Generals and 
above anjl&eir equivalents have been kept outside the integrated scale to equal 
their pay with other Civil Services. 

147.13 The existing pay scales applicable to service officers arc: 

2nd Lt. to Brig. - Rs.2300-100-3900- 150-4200-EB-150-5100 
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Rank l*«y (Rs. per month) 


(apt 200 

Major 600 

LlVol(S) X00 

Colonel 1000 

Brie 1200 


Major General and Equiv 
1.1 Gen and Equiv 
A rim (.'dr and Equiv 
Scr\ ice Chiefs 


- Rs.5900-200-6700 

- Rs.7300-100-7600 

- Rs.8000 

- Rs.9000 


PROVISIONAL COMMISSION AND GRANT OF STIPEND 


irim-il hurt .•.% 14714 The Armed Forces have suggested provisional commission in the rank 

0 f 2nd LicuL/Midshipman/ Pilot Officers during last year of training in the Service 
Acadcmics/Sea training with grant of pay and allowances and attendant benefits 
and counting of tins period towards sen ice. pension etc on the analogy of Gp A 
civilians who draw pay from date of joining. It has been suggested that the order 
of merit on successful completion of training would be considered for intcr-sc 
seniority w ithin the same course. Technical graduates who arc at present granted 
ante-dated seniority be granted provisional commission in the rank of Lieut/Sub 
Lt/flymg officer and be authorised pay with two additional increments Grant of 
stipend at pre graduate training academies i.c.NDA and Naval Academics and for 
period preceding provisional commission for direct entry graduate entrants has also 
been recommended 


147 |5 We find that at present in the last six months of training before 
frnitum commissioning a stipend of Rs. 1500 per month is granted In the ease of technical 

graduates. Law graduates. Met Branch in Air Force, SSCOs in Navy and Air 
Force, entrants arc granted commission from the date of joining and arc thus 
entitled to pay and allowances from that date 


Our lit'i nmnien- 
<1 til tun.\ 


147 16 We understand that in the Armed Forces an officer is commissioned 
only on successful completion of training and free accommodation, boarding and 
other facilities arc available to the trainees. Keeping in view the fact that 
completion of training is a pre-requisite for grant of commission and the fact that 
grant of provisional commission may interfere with the existing training methods, 
we find ourselves unable to accede to the proposal for grant of provisional 
commission However, we do feel that the existing stipend granted in the last six 
months of training is inadequate and not likely to attract potential recruits We 
therefore recommend a steep rise in the stipend from Rs.1500 to Rs.8000/- 
per month to be granted to all cadets for the entire duration of training in the 
Service Academies i.e. the full period of training at Indian Military Academy 
and OTA for the Army, period of training after NDA/NAVAC and full period 
of training for Direct Entry or Short Service Entry for the Navy and post 


1906 




/I holition 
of Rank of 
2nd Lieut, 
and Equiv. 


NDA training period and full duration of training for direct entrants to the 
Air Force. This would also ensure a belter relationship vis-a-vis the civilian 
Group A Officers although the stipend would be a consolidated one. With the 
enhancement of stipend, it is recommended that cadets m Service Academics may 
also pay for the messing, accommodation and allied services which arc presently 
free We arc however, unable to agree to the proposal to grant a stipend in the pre- 
graduate training academics since all expenditure relating to these cadets is borne 
by the Government. 

147.17 With regard to regular commission in the rank of Lieutenant and 
equivalent, commenting on the number of ranks prevailing in the Armed Forces, 
the Institute of Defence Studies and Analyses in their consultancy report have 
suggested that the use of the rank of Second Lieutenant and equivalent may be 
discontinued in view of there being no specific authorization of appointments in 
this rank. Considering the exceedingly hierarchical structure of the officers cadre 
and the large number of lcvels/ranks as compared to civilians we feci that this 
recommendation is worth considering and would have the advantage of ensuring 
faster promotions. Therefore, while we arc not in favour of grant of provisional 
commission in the training academies, we recommend that the rank of Second 
Lieutenant and equivalent may be abolished and all officers on commissioning 
may be granted the rank of Lieutenant and equivalent 


PROVISIONS RELATING TO PROMOTIONS 


Conditions on 
Holding of 
Acting Rank 


147.18 The Armed Forces have a system of granting acting rank in field and 
peace establishments. 'The acting rank is converted to a paid acting rank and 
entitles the officer to higher rank pay after he holds the rank for 21 consecutive 
days. The Armed Forces have suggested abolition of the condition of holding 
acting unpaid rank for 21 consecutive days before converting it to paid acting rank. 
We have considered the proposal, and, in view of the fact that on fulfilling the 
condition, paid acting rank is granted with retrospective effect, do not find 
sufficient justification for suggesting any change. 


Acting Rank 
When Proceeding 
on Course of 
Instruction 


147.19 It has also been suggested that the condition of holding acting rank for 
3 months before proceeding on a course of instruction for continuing to hold paid 
acting rank maybe removed. We have considered the issue and suggest abolition 
of the condition of holding acting rank for three months or more before 
proceeding on a course of instruction subject to the condition of 21 days 
continuing to be applied. We are however, unable to accede to the Armed Forces 
proposal that acting rank should be granted on Corps/Servicc roster basis, 
irrespective of location and appointment. 


Qualifying 
Ser\>ice for 
Substantive 
Promotion 


147.20 In order to mitigate the difficulties of slow career progression, 
deficiency of officers in junior ranks and to reduce stagnation, substantial 
reductions in the qualifying period for time based/time scale promotions have been 
suggested by the Services. We have considered the issue and understand that the 
provisions available with regard to acting promotions ensure much faster 
promotion specially upto the rank of Major We have also been informed that the 
existing qualifying periods for substantive promotion have been laid down lor a 
graded progression in service career and reduction would not reduce actual 
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deficiency in junior ranks. However we have analv/cd the issue in the context of 
the Armed Forces suggestion to grant provisional commission in the training 
academy during the last one year of training. 

14721 In view of our proposal to abolish the rank of Second Lieutenant and 
considering all relevant factors, we feel that only a one year reduction in qualifying 
service can be justified and accordingly recommend reduction of one year in 
periods specified for substantive promotions. In our opinion, any further 
reduction may compromise on the experience requirements for each rank. The 
following revised qualifying periods for substantive promotions are, therefore, 
suggested: 


Corps 

Ll.& Capl.& 

Equiv. Equiv. 

(Yrs.) 

Major & 
Equiv. 

(Yrs.) 

Lt.Col(TS) 
& Equiv. 
(Yrs.) 

I) Officers of 3 
services other 
than AMC.MNS, 
RVC,Dcntal,MF. 

SL Officers, 

SD list Officers 
(Navy) & Br. 
Commission 
Officers (AF) 

On 4 

Comple¬ 
tion of 

Try. 

10 

20 

ii) AMC 




a) AFMC 

Date of 1 

Joining 

5 

14 

b) Direct Entry 

Date of 
joining 

4 

13 

hi) Army Dental 
Corps 

Date of 1 

Joining 

6 

14.5 

tv) MNS 

On Com- 5 

pletion 
of Trg. 

12 

20 

v) RVC 

Date of 1 

Joining 

7 

17 

vi) Military 

Farms 

On Com- 5 

pletion 
of Trg. 

12 

23 

vii) SL Officers 

-do- 5 

12 

20 

viii) RCOs 

-do- 3 
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147.22 At present, technical officers in the Armed Forces are granted two 
years' antedate seniority for the purpose of promotions due to the higher 
qualifications required to be possessed by them. The provision of antedate 
seniority is not extended to women officers commissioned in the technical 
corps/services. It has been suggested that this discrimination should be removed 
and antedate seniority of 2 years should also be provided to women technical 
officers. 

147.23 We have considered the demand and recommend grant-of antedate 
seniority only in cases where recruitment takes place with essential technical 
qualifications as part of the recruitment regulations against specified vacancies 
of technical officers. 

147.24 The IDSA report on manpower optimisation in the Armed Forces has 
suggested reduction of one more rank in the hierarchy i .e. either the Lt. Col. or the 
Colonel. We find that the Navy has made a proposal that the rank of Commodore 
in the Navy should be made a substantive rank to be filled by selection. At present 
the rank of the Commodore in the Navy is a non-substantive administrative rank 
involving no selection process and there are no sanctioned appointments 
specifically for Commodores. All vacancies are tenable by Captain/Commodore. 
We have gone into the issue but in view of the considerable merit of the suggestion 
made by IDSA that number of service ranks should be reduced, we feel that no 
change in the existing position should be made. In fact, we suggest that the issue 
of reduction of one more rank other than that of the Second Lieutenant may be 
examined by the Ministry. 

147.25 We have already outlined the constraints of the cadre structure which 
results in supersession. We have for civilian employees formulated an Assured 
Career Progression Scheme whereby financial upgradation to the next higher scale 
would be granted by delinking promotion from availability of vacancies but subject 
to fitness for promotion. We find that the integrated pay scale has ensured career 
progression without ensuring selectivity and the existing mechanism of the 
efficiency bar which was intended to weed out personnel constituting the non-select 
stream has not been able to achieve the desired objective. We, therefore, suggest 
that the ACP scheme also be applied to Service Officers. The ACP upgradation 
to the scale of Captain be granted after 4 years' service, the second to the scale of 
Major after 10 years service and the third to the scale of Lt.Colonel be granted after 
16 years of service. The scheme would also correspond to the proposed eligibility 
period for substantive promotion to these ranks and it is expected that upto the 
rank of Major, ACP promotion would coincide with functional promotion and its 
attendant benefits, especially in the context of the rank based structure of the 
Armed Forces. 
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PAY STRUCTURE FOR OFFICERS 


147 2(> Tlic Armed Forces proposals wilh regard lo forimilation of pay scales 
of officers include fair comparison with top Civil Services, year loycar pants m 
pay of service officers and civil service officers, compensation for special 
conditions, peculiarities and ethos of military life and the need to attract talent of 
requisite calibre and lo retain experienced personnel It lias been urged that the pay 
structure should be so devised as to provide motivation for those passed over due 
to cadre constraints as well as to compensate merit, responsibility and 
accountability in higher ranks. The erosion in the value of the rupee and the 
erosion of higher salaries due to incomplete neutralisation of dearness allowance 
leading to narrowing of gap between the lowest and highest rank of officers and 
erosion due lo income tax liability have also been highlighted. The Armed Forces 
have also compared the full career aggregate pay of Armed Forces officers with the 
civil services and differences in life-time earnings of corresponding levels has been 
brought out. Two separate integrated pay scales, one from 2nd Lieutenant lo 
Colonel and the other from Brigadier to Lieutenant General have been proposed. 
In addition, a military service and rank pay has been demanded. 

147.27 While the general issue of erosion of salaries at higher levels has been 
considered in our general chapter on the subject, we have considered the other 
proposals made with regard to pay scales in the succeeding paragraphs 

147 28 In order to properly appreciate the demands relating to the pay 
structure, we thought it worthwhile to go into the principles adopted by earlier Pay 
Commissions with regard to formulation of pay scales of service officers. At the 
time of the Post-War Pay Committee. Service pays generally equalled civilian 
class-1 pays and a specific equation was established with the officers of the Indian 
Police Sen ice. The Raghuramaiah Committee which was appointed after the 
Second Pay Commission continued the accepted parallel between Defence Service 
officers and class I service of the Central Government, particularly the IPS. While 
stating that the IPS was perhaps the closest civilian analogue to officers of the 
infantry , the Third CPC. considering the demand of the Armed Forces to be 
equated to the IAS, noted the multifunctional character of the officer cadre and 
diversity of functions of various occupational groups and felt that lo equate them 
wilh a single service would be a defective approach In their opinion, a comparison 
w itli tlic conglomerate of Class-I Civil Services was more reasonable. The Fourth 
C PC. accepting that the organisational structure and requirements of services arc 
different, provided compensation in the nature of the pay scales itself 

147 29 We have considered the issue and feel that the terms and conditions, 
rank structure and organisational structure of Armed Forces arc different and no 
direct equation with civilians is possible. In addition, the service requirement of 
maintaining a high standard of physical fitness do not really find a parallel m the 
civil services However, from the point of \ lew of granting equitable compensation 
and m order to attract personnel, broad comparability with civilian scales has to be 
established although we would not like to venture into direct comparisons with any 
particular serv ice 

147 .'() As regards the issue of compensation for peculiar features of serv ice 
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career, wc have already elsewhere indicated the special concessions and benefits 
available as compensation for additional hardships but in our opinion 
compensation for the organisational structure and the lack of availability of posts 
at higher levels should be built into the pay structure itself. As far as the aspect of 
turbulence in service life is concerned, the Third CPC had converted the then 
existing special disturbance allowance, translating it into an edge in the starting pay 
scale vis-a-vis the civilian Group A officers which was continued by the Fourth 
CPC. Wc have, while formulating the pay scales, recommended a similar edge in 
the starting pay of the service officer and suggested that the newly commissioned 
Lieutenant may start at Rs 8250 against a start of Rs.8000 recommended for the 
civilian Gp. A Officer. 

147 31 The Armed Forces have demanded year to year parity with officers of 
the civil services keeping in view the rigidity of the cadre structure which prevents 
proliferation of posts at higher ranks. Wc find that the promotion prospects, time 
taken and eligibility criteria for promotion of civil service personnel and Armed 
Forces arc not comparable. The Fourth CPC taking cognisance of the peculiar 
pyramidal structure had, through the mechanism of integrated pay scales, ensured 
a certain minimum level of progression delinked from the cadre structure. 
Consequently, higher replacement scales as compared to replacement scales for 
corresponding civilian scales were granted by them Wc have also considered this 
aspect while formulating the pay scales and have endeavoured to ensure that 
professionally competent service officers do not suffer due to the organizational 
constraints. Secondly, keeping in view the ACP scheme proposed for civilian 
employees and the minimum progression wc have proposed for them we have 
improved the prospects of serv ice officers by granting parity with civilian Gp. A 
Officers in the 5th year and from 17th year onwards in the ACP scales Keeping 
in view the prescribed ages of retirement of service officers and the fact that a large 
number of personnel would be discharged after reaching the maximum of the last 
ACP scale, wc have recommended a higher maximum as compared to similarly 
placed civilians. In our opinion, further compensation for organizational 
constraints would not be desirable keeping in view the stringent promotion criteria 
and high degree of selectivity for attaining higher ranks which would justify a 
higher remuneration for select ranks on functional grounds. With the ACP scheme, 
wc have continued the established principle of equal remuneration for specified 
length of service relating to the rank. 

147 32 As replacement for the existing integrated pay scale from 2nd 
Lieutenant to Brigadier and the pay scales at higher ranks, the Armed Forces hav e 
suggested two separate integrated pay scales, the first from Second Lieutenant to 
Colonel and the second from Brigadier to Lieutenant General. This has been 
proposed with the purpose of restricting the salary progression of lower ranks to 
reasonable levels as well as to delink the pay progression of higher ranks from 
availability of vacancies at higher levels. 

147.33 We have gone into the issue of formulation of officers pay scales in 
detail and keeping in view the career progression pattern obtaining for Gp A 
officers across various organizations of the Government of India and a similar need 
to provide progression in many other organizations, have come to the conclusion 
that having a separate dispensation for Armed Forces personnel in terms of nature 
of pay scales has repercussions on civilian employees and a better method would 
be to provide explicit compensation in regular pay scales. Secondly .another defect 
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in the system of integrated pay scale is that it allows progression in pay without 
adequate selectivity, especially in the case of the Major who is allowed to reach a 
pay of Rs.5700/- per month only on the basis of years of service and passing 
prescribed examinations. While we fully agree that competent Majors who could 
not get promotion to the rank of Lt. Colonel due to lack of vacancies should be 
allowed pay progression, the existing system docs not weed out unfit personnel 
effectively In view of these considerations, we recommend that the integrated 
pay scales be replaced by regular pay scales but the progression in pay may 
be provided through the mechanism of the ACP scheme. With the introduction 
of ACP scheme screening may be done before grant of the next ACP scale. With 
regard to the pay of the Major wc foci that it should be so designed as to discourage 
continuance in service of the officers beyond 20 years of service if he has not been 
found fit to be granted the ACP scale of the Lieutenant Colonel. We have 
accordingly adjusted the span of the pay scale of the Major. As regards grant of 
integrated pay scales at higher levels, we find that similar problems of inadequate 
vacancies exists in many organizations. Our effort should be to provide a 
reasonable pay package while not necessarily equalling the progression which is 
accompanied with distinctly higher responsibilities. We have, however, improved 
the span of scales at higher levels which will provide relief from stagnation. 

147.34 Based on the above broad framework, the basic principles followed by 
us for formulation of Armed Forces pay scales have been that compensations 
presently provided in pay progression and the concept of equal remuneration for 
each rank based on number of years of service put in should continue to remain 
applicable. Secondly, we also felt that the benefits afforded due to common pay 
scales for all categories of officers should be continued in the scheme of regular pay 
scales also, unlike the provisions prevailing prior to Fourth CPC where flying 
branch and specialist branches like AMC and ADC etc. were on separate set of pay 
scales. The third aspect considered by us was regarding the remuneration for 
acting ranks. Regarding this principle, in the light of available provisions for grant 
of acting rank, we considered the various options available to us of either extending 
the scales backwards or providing compensation for acting rank through some 
other means. After deliberating over it at length, we felt that the problem could be 
taken care of through the mechanism of the rank pay. We have therefore retained 
the existing concept of rank pay as a means to provide the additional increase on 
promotions. In case of grant of acting promotion, since we have not extended the 
scales backwards, we suggest that the officer may continue to draw pay in the lower 
scale but may be allowed the rank pay of the rank in which he is officiating till he 
has completed the prescribed number of years for grant of substantive promotion 
In case of substantive promotions and where acting rank has been granted after 
completing qualifying service for grant of substantive promotion, pay may be fixed 
at the same stage in the higher scale or at the next higher stage if no identical stage 
exists, and the rank pay of the higher rank may be paid in addition. We feel that 
this method is also in keeping with the existing arrangement whereby the minimum 
pay of the higher rank is not granted unless prescribed number of years have been 
completed, but higher Rank Pay is allowed. However, for promotion to the rank 
of Major General and above, the existing provisions on pay fixation .may continue 
to be applicable. 

147.35 Keeping the above considerations in view and in the light of the 
abolition of the rank of 2nd Lieutenant proposed by us, we recommend the 
following pay scales for service officers upto the rank of Brigadier: 
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Lieutenant 

Captain 

Major 

Lt. Colonel 

Colonel 

Brigadier 


(Rs) 

8250-300-10050 
9600-300* 11400 
11600-325-14850 
13500-400-17100 
15100-450-17350 
15350-450-17600 


In addition, the following rank pay may be granted: 

Rank Pav 

(Rs) 

Captain 400 

Major 1200 

Lt. Col. 1600 

Col. 2000 

Brig. 2400 

147.36 For officers of the AMC we recommend the following revised starting 

pay keeping in view the existing position: 


For Those Commissioned as 

AMC 

ADC 
(in Rs.) 

RV£ 

Lieutenants 

9150 

9150 

9150 

Captains 

9450 

- 

- 


147.37 As regards the pay scales at higher levels, in view of the existing 
relativities we suggest that the Major Generals may be granted the pay scale of 
18400-500-22400 and Lieutenant Generals and equivalent be granted the pay scale 
ofRs.22400-525-24500. For Vice Chiefs and Army Commander and equivalent 
we recommend a pay of Rs.26000 (fixed) per month. 

147.38 As regards the pay of Service Chiefs, we recommend a revised pay 
of RsJOOOO (fixed) corresponding to their existing scale of Rs.9,000 (fixed). 


PAY STRUCTURE OF MNS OFFICERS 


147.39 The Fourth Pay Commission had not accepted the Armed Forces 
proposal of granting same pay scales to MNS as for other Service Officers and had 
proposed rank-based pay to MNS Officers, for various ranks. However, in 
consonance with the integrated pay scale for officers upto the rank of Brig., an 
integrated pay scale was accepted by Government upto the rank of Col. in the MNS 
Cadre starting from Rs.2200/- to Rs.4500/- The Brigadier's pay scale was 
suggested at Rs.4600-100-5000 and that of the Maj. Gen. at Rs.5100-150-5700 
against General list cadre Maj. Gen.'s scale of Rs.5900-150-6700. 

147.40 The Armed Forces have made the following proposals with regard to 
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Proposal 


pay of MNS Officers: 


Our 

recommendations 


Recommended 
Pay Scales 


ACP Scheme 


a) There should be two integrated pay scales one upto rank of Col. and 
other from Brig to Maj Gen. 

b) The start of scale of Lt. to Col should be one increment below the start 
of general list cadre. 

c) B.Sc.(Nursing) entrants to MNS cadre should continue to have one 
year ante-date seniority over Diploma entrants. 

d) To compensate for merit and responsibility of higher ranks, rank pay 
should be introduced. 

147.41 We have considered the demands keeping in view the approach 
followed by earlier commissions and the compensation available to civilian nurses. 
We are of the opinion that it would not be fair to evolve their pay structure 
totally in line with civil nurses keeping in view the all India liability and 
military service element In the ease of MNS officers, we therefore suggest that 
the parities evolved by Fourth CPC may be maintained and MNS officers may 
continue to be paid at a starting pay scale equal to the Gp A civilian starting scale. 


147.42 Keeping in view the existing pay scales, the minimum pay prescribed 
for each rank and the proposals made for General List Service Officers, the 
following revised scales are recommended for MNS Officers: 

(Rs.) 


Lieutenant 

Captain 

Major 

Lt. Colonel 

Colonel 

Brigadier 

Maj. General 


8000-300-9500 

9400-300-12100 

11200-300-14800 

12800-300-15200 

13400-300-15500 

14700-300-16200 

16400-450-20000 


147.43 As regards the ACP scheme for MNS Officers, we suggest that the first 
ACP upgradation to the scale of Captain may be granted after 5 years service, the 
second ACP upgradation to the scale of Major after 12 years' service and the third 
to the scale of Lt. Col. after 18 years' service. Pay on promotion may be fixed in 
the same manner as suggested for service officers. 
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background 148 I Wc have made recommendations with regard to fixation of pay in 

the proposed scales in respect of civilian employees in the relevant chapter The 
method of pay fixation on revision of pay adopted by earlier Pay Commissions for 
civilians and service personnel was more or less identical The Fourth CPC while 
following a similar dispensation for civilian and Service Personnel had given 
specific illustrations of the manner in which pay for service personnel should be 
fixed especially in the context of the introduction of integrated pay scales for 
Service Officers 

148 2 Wc have deliberated over the manner in which service pays should 

be fixed and in order to ensure equality of treatment suggest that the method of 
fixation of pay on revision recommended for civilian employees may also be 
adopted for service personnel. For Service Officers upto the rank of Brigadier 
w ho are to be brought on to regular scales of pay from the existing integrated scale, 
we suggest that for fixation of pay the existing rank pay may be taken into account 
but pay in revised scales be fixed after deducting the revised amount of rank pay 
While the method of fixation and illustrations given for civilians would apply 
mutatis mutandis to PBOR and Service Officers of the rank of Major General and 
above, the following illustrations indicate the manner in which pay should be fixed 
for armed forces officers upto the rank of Brigadier: 


Illustration No. 1 


I Rank 

Major 

2 Pay + Rank Pay(Rs 3400+600) 

Rs.4,000 

3 Stage in the scale 

1st stage 

4 D A. at index avg. 1510 


+ Interim Relief 

Rs. 5,680 

5. Existing Emoluments 

Rs 9,680 

6. Add 20% of (Pay +Rank Pay) 

Rs 800 

7. Total 

Rs 10,480 


Our 
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X Pay after deducting revised Rs. 
Rank PayofRs 1200 

9 Pay in the revised scale Rs 

Illustration No 2 

1 Rank 

2 Pay + Rank Pay(Rs.4500-800) 

3 Stage in the Pay of Lt. Colonel 

4. Dearness Allowance at index avg. 

1510+lntcrim Relief 
5 Existing Emoluments 

6. Add 20% of (Pay +Rank Pay) 

7. Total 

8. Amount after deducting 
revised Rank Pay of Rs. 1600 

9. Pay in the revised scale 
after adding one increment 


9,280 

11,600+1,200 Rank Pay 

Lt. Colonel 

Rs. 5,300 
7th Stage 

Rs. 6,513 
Rs 11,813 
Rs. 1,060 

Rs 12,873 

Rs. 11,273 

Rs.l3,900+Rs. 1,600 Rank Pay 


Illustration No. 3 


1 Rank 

2. Pay + Rank Pay (Rs.5100+1000) 

3. Stage in existing scale 

4. DA at index avg. 1510 
+ Interim relief 

5. Existing emoluments 

6. Add 20% of (Pay+Rank pay) 

7 Total 

8. Amount after deducting Rank Pay 
of Rs. 2000 

9. Pay in the revised scale 
after adding one increment 


Colonel 
Rs. 6,100 
5th stage 
Rs 7,370 

Rs. 13,470 
Rs. 1,220 
Rs. 14,690 
Rs. 12,690 

Rs. 15,550+Rs.2,000 Rank Pay 
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149.1 Certain allowances like Dearness Allowance, City 

Compensatory Allowance, Deputation Allowance etc. arc common to both 
Armed Forces and civilian employees While some of these allowances arc 
granted under identical conditions to both, there arc some differences in 
applicability conditions in case of some allowances. We have discussed the 
Aimed Forces proposals with regard to these allowances mainly with regard 
to specific suggestions in applicability conditions made by Armed Forces in 
this chapter 

DA A CCA 149.2 Prior to the Third CPC, Dearness Allowance and City 

Compensatory Allowance at 80% of the civilian rates were applicable to the 
PBOR in the Armed Forces, though the officers were entitled to rates 
applicable to civilians. With the implementation of the Third CPC 
recommendations, the rates of DA and CCA for the PBOR in the Armed 
Forces were brought at par with the civilian rates. At present, there is no 
distinction between the rates of Dearness Allowance and City Compensatory 
Allowance for Civilians and Armed Forces Personnel 

149.3 We have considered the specific suggestions of the Armed 

Forces on D A. and CCA while formulating our recommendations on them. 
Our general recommendations on dearness allowance and city 
compensatory allowance will equally apply to the Armed Forces 
personnel. 


Special 

Compensatory 

Allowance 


149.4 The Armed Forces have* suggested that Island Special 

Allowance, which is admissible to civilians but not to the Armed Forces, 
should also be made applicable to them and Special Compensatory Allowance 
(Remote Locality), which is available to civilians as well as the Naval and Air 
Force personnel should also apply to the Army personnel not in receipt of 
field service concessions. 
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149 5 Wc liavc examined ihc Armed Forces suggestion regarding 

applicability of Island special allowance to them in. the context of the relative 
levels of deprivation and compensation for civilians and Armed Forces 
personnel and find ourselves unable to accede to the demand 

149 (> Special Compensatory Allowance (Remote Locality), which 

was earlier available to the Army personnel, was discontinued after 
introduction of field service concessions with effect from January, 1993. 
The Government orders, while enlisting the areas entitled for field service 
concessions, had specified that the list of areas should be modified from lime 
to time In view of these provisions, we do not recommend any change in 
this regard 

149.7 Bhutan Compensatory Allowance (BCA) is admissible to the 

Armed Forces personnel posted to 1MTRAT (Bhutan) at a depression of 
22 5% for service officers and 10% for JCOs/ORs in the standard rate of 
BCA promulgated by the Ministry of External Affairs. This depression is on 
account of certain service concessions provided to the Armed Forces 
personnel while in Bhutan. 

149 8 The Armed Forces have suggested that the existing 

depression in BCA for them be removed and if required, they can be charged 
for the free facilities available to them. 

149.9 Wc have considered the Armed Forces suggestion and we do 

not feel any need for change in the existing arrangement. 

149 10 The Armed Forces personnel on deputation to other Central 

Government Departments arc entitled to Deputation (Duty) Allowance at half 
the rates admissible to civilians, with other conditions of grant being same as 
for civilians. The reduced rate of deputation (duty) allowance for the Armed 
Forces arc on account of the service concessions which service officers 
continue to enjoy while on deputation. 

149 11 The Armed Forces have suggested that they should be 

granted deputation (duty) allowance at the same rates as for civilians and the 
allowance be extended to the sendee officers posted to the DRDO and 
Rashtriya Rifles. They have also suggested that the Service officers be 
considered for deputation on the basis of equivalent pay rather then by rank 
(as deputation allowance is related to the pay of the post) or else the 
regulatory provision of basic pay plus deputation allowance not exceeding 
maximum of the scale of the deputation post be done away with for them. 

149.12 The Fourth CPC had considered the issue of deputation 

(duty) allowance for the Armed Forces and did not recommend any change in 
the rates of the allowance, in view of service concessions which the service 
officers continue to enjoy while on deputation. We also do not see any need 
for change, as the rationale for lower rates still holds good. We are also 
unable to agree to the Armed Forces suggestion regarding extension of this 
allowance to Armed Forces personnel posted to the DRDO and Rashtriya 
Rifles, as these postings arc not out of the regular line for them. However, 
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our general recommendation to remove the ceiling on the amount of 
deputation allowance per month as well as the regulatory provision of 
basic pay plus deputation allowance not exceeding maximum of the scale 
of the deputation post, will also apply to the Armed Forces. 

149.13 Our general recommendations on incentives for small 
family norms and Non-Practising Allowance for Medical, Dental and 
Veterinary personnel will equally apply to the Armed Forces 
personnel. 

149.14 With regard to transport allowance for Armed Forces 
personnel, rates recommended by us for executives elsewhere in the Report 
would apply to all Commissioned Officers. Similarly rates suggested for 
Supervisory Staff would apply to all JCOs, for Supporting Staff to all NCOs, 
Other Ranks and for Auxiliary Staff to Non-combatants (enrolled) of the Air 
Force. 
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IR/L&k Related a*td 


INTRODUCTION 


150.1 The Armed Forces are granted certain allowances as special 

General compensation for additional hardships or exposure to risks and hazards. These 

include flying pay, submarine pay, para commando pay, diving allowance, field 
area allowance etc., which are intended to cover the additional hardships faced 
either due to nature of duties or place of posting. In the proposals received from 
the Armed Forces, the continuance and enhancement of all these allowances has 
been proposed and suggestions have been made for introduction of certain new 
allowances. We have considered each of these allowances related to compensation 
for additional risks keeping in mind the proposals received from the Services. 


FLYING PAY 


Background ] 50.2 Flying pay is granted to officers of the Flying Branch and 

technical officers and airmen performing air crew duties in the Indian Air Force and 
equivalent personnel in the Army and Navy. Flying Pay was earlier called Flying 
Bounty, and was introduced in 1948 to serve as an incentive to persons of the right 
calibre to join the flying branch for undertaking military flying with its attendant 
risks. Prior to the Third CPC, Flying Bounty was granted on completion of 
prescribed number of flying hours per year. The Air Headquarters had represented 
before the Third CPC that this condition interfered with optimum utilisation of 
limited facilities available in a flying unit. Proper flying practice was also difficult 
to be provided to officers assigned to non-flying duties. Besides, due to the 
sophisticated nature of modem combat aircraft, the duration of a sortie was much 
less as compared to older aircraft and Government had to incur substantial 
expenditure in order to ensure completion of flying hours. In view of these 
arguments, the Third CPC recommended waiver of the condition of flying a 
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minimum number of hours After the Third CPC. Flying Bounty was renamed as 
flying pay and was admitted monthly 


150 3 The existing rates of liv ing pay, winch were last revised in 19X7 

on the recommendations of the Fourth CPC. arc as follows: 

(Rs per month) 

I Upto Group Captain and equivalent 1200/- 

2. Above Group Captain and equivalent 900/- 

3 Airmen Aircrew 900/- 

150 4 While the Air Forcc/Naval Aviation pilot continues to remain 

eligible for flying pay even on non flying duties, the Army Aviation pilot is not 
entitled to flying pay when posted out of Aviation Squadron. 


150.5 According to the Armed Forces’ proposal it is only the officers of 

the Flying Branch who go into actual combat in the event of war. The data 
submitted by the Armed Forces indicates that the cost of a MIRAGE - 2000 
aircraft is over Rs 100 Crores with per hour cost of flying being Rs.9.8 Lakhs and 
a Jaguar aircraft costs Rs.26.36 Crores with per hour flying cost being Rs.2 6 
Lakhs The training cost of a fully operational fighter pilot has been estimated to 
be between Rs.23 to Rs.45 Crores. The high cost of modem combat aircraft and 
the prohibitive costs of training a fully operational fighter pilot necessitate that 
personnel of higher intelligence quotient are attracted to the Air Force It has been 
stated that military flying is far more exacting and bears a far greater risk than civil 
aviation. Based on the compensation packages available to similar jobs in the 
country' and living pay in other countries, considerable enhancement of flying pay 
has been sought by the Armed Forces. Grant of dearness allowance on flying pay 
has also been suggested It has also been suggested that Army Aviation Corps 
Pilots be made entitled to flying pay on similar terms and conditions as the Air 
Force and Navy. 


150 6 It has further been suggested that in addition to flying pay. 

medically fit and active fighter pilots may be authorised a fighter flying allowance 
in view of the exceptionally high degree of risk in fighter flying, the high rate of 
accidents and the physical, physiological and psychological stress involved in 
military filing. 


150.7 We have gone into the issue in detail and agree that there is a 

definite need to attract better quality individuals in view of the high costs of aircraft 
and long and expensive duration of training. The Gulf war has also emphasized the 
critical role of air power in any future combat and the need to achieve 
commensurate expertise and technology. .We have also taken note of the 
substantial increases in flying related compensation available to similar personnel 
in the private and public sector. We feel that introduction of a linkage with flying 
hours may not be desirable and feasible in the case of the Indian Air Force. In the 
context of enhancement of rates, we arc also conscious of the fact that flying is 
inherent in the nature of duties of the Air Force and that the high cost of flying 
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training is borne entirely by the Government. The training so imparted also results 
in highly marketable skills in the private/ public sector alter discharge While we 
arc convinced of the requirement to enhance liv ing related compensation, in our 
opinion a special dispensation for fighter living is called for We have taken 
cognisance of the high degree of risk involved m fighter (lying and the tremendous 
pressure on the pilot who has to operate with a high degree of motivation and 
precision and arc convinced dial fighter Hying deserves a higher compensation 


150 8 Keeping all the above aspects in view, we propose to keep a 

distinction between fighter pilots and other flying personnel. We therefore 
recommend that the existing Flying Pay may be renamed as "Flying 
Allowance" and be enhanced in the following manner: 

(Rs. per month) 


1. Fighter pilots 

3000/- 

2. Other pilots and technical officers - 

2400/- 

upto the rank of Gp. Captain 


3. Airmen Aircrew 

1800/- 


150.9 In our opinion, grant of flying allowance should only be restricted 

upto the rank of Group Captain and equivalent who arc actually expected to do 
active flying in combat. No change in the existing conditions applicable to Army 
Aviation Corps Pilots is recommended. We arc also unable to agree with the 
proposal to grant dearness allowance on Hying allowance. 


TEST PILOT ALLOWANCE 


150 10 Test Pilot Allowance was first introduced in 1981 at Rs.250/- per 

month and is admissible to all qualified Test Pilots in addition to Flying Pay, while 
they arc on posted strength or on attachment to any unit for carrying out test Hying 
duties The present rate of this allowance as enhanced after Fourth CPC's 
recommendations is Rs400/- per month. It is admissible only to Test Pilots and 
not to Right Test Engineers and Flight Test Instrumentation Engineers who along 
with Test Pilots form a night testing crew on transport and other twin/multiscatcr 
aircraft. The Armed Forces have demanded a substantial increase in the allowance 
in view of the high degree of risk and lack of volunteers. Extension of the 
allowance to Right testing instrumentation engineers has also been suggested. This 
allowance is presently paid at the rates of l/3rd of Flying Pay. 


150.11 Keeping in view the rates we have suggested in respect of Flying 

Allowance we recommend that the rate of test pilot allowance may be doubled 
to Rs.800/-per month. We arc of the view that the allowance need not be 
extended to other categories of personnel. 
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SUBMARINE PAY 


150.12 Submarine Pay was introduced in 1967 for officers and sailors 

qualified for and appointed as crew for service on submarines, keeping in view the 
additional risks and arduous conditions of work The existing rates of submarine 
pay arc at par with flying pay, in view of the recommendations made in this regard 
by the Fourth CPC. 


150.13 The Armed Forces have suggested continuance of the parity with 

flying pay and similar enhancement as flying pay. Extension of the allowance to 
flag ranks and introduction of an allowance for all submariners qualified in 
submarine escape training tests have also been suggested. 


150.14 We have examined the issue and find that while the Third CPC 

had not found adequate justification for establishing an, equation between personnel 
of the submarine cadre and the flying branch, the Fburth CPC had agreed to the 
suggestion of parity. We have during our visits also observed the extra risk, 
discomfort and possible detriment to health inherent in service on submarines. We 
have also been informed of the lack of volunteers for the submarine arm and the 
resultant shortages in the cadre.. We agree that the conditions on board a submarine 
are such as would justify an equation with the flying pay recommended by us for 
fighter pilots and accordingly recommend revision as under: 



Existing 

Recommended 


Rate 

Rate 
(in Rs.p.m.) 

1. Captain (with more than 

3 years service in rank) 

900 

2200 

2. Officers upto Captain 

1200 

3000 

J. OAllUfS 

900 

1800 


150.15 We also suggest that Submarine Pay may be renamed as 

Submarine Allowance. For the reason that higher ranks are not normally required 
to sail in submarines, we do not recommend further extension of the allowance. As 
regards grant of submarine escape training allowance, we find ourselves unable to 
agree to the proposal. 


SUBMARINE ALLOWANCE 


150.16 Submarine Allowance is granted to personnel other than qualified 

submariners who embark on a submarine for training, passage and trials. It is 
granted at a rate of Rs. 15 per day to officers and Rs.5 per day to PBOR. The 
Armed Forces have suggested that since personnel temporarily on board for official 
purposes are equally subject to risk, hazard and discomfort the rates may be revised 
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I >0 17 We have examined the issue and recommend that submarine 

allowance may be enhanced to Rs.45/-pcr day for officers and Rs.l 5/- per day 
for sailors Since submarine pay is proposed to be renamed as submarine 
allowance, the existing submarine allowance may be renamed as "Submarine Duly 
Allowance" 


DIVING ALLOWANCE AND DIP MONEY 


150 IK There arc at present two categories of divers in the Navy i.c 

clcarancc/dccp divers and ships' divers. Ships' divers dive upto a depth of 35 
metres and arc employed on routine underwater tasks. Clearance diving requires 
much greater intensive training and entails diving upto a depth of 160 metres and 
assignment on hazardous/arduous underwater tasks and salvage operations. The 
complement of sailors undertaking clearance diving is divided into classes based 
on proficiency obtained after undergoing specified courses. All Naval personnel 
on the authorised cadre are entitled to diving allowance at monthly rates In 
addition, dip money is also admissible at prescribed rates depending on depth and 
on time spent under water. An attendant allowance is paid at l/5th of Dip Money 
admissible to divers' attendants, who are also required to be qualified divers 


150 19 The existing rates of diving allowance and dip money arc 

Divine Allowance 


Officers 


i) Clcarancc/Dccp Diving Officer 
li) Ship Diving Officer 

Sailors 

1 Clearance Diver Class 1 

2 Clearance Diver Class II 

3 Clearance Diver Class III 

4 Ship Diver 


Rs.200/- p.m. 
Rs 100/- p m. 


Rs 150 pm 
Rs. 130 p.m 
Rs 110 p.m. 
Rs. 100 p.m. 


Dip Money is paid at normal rates to ships' divers and at twice the rates to 
clcarancc/dccp divers, the existing normal rates being as follows: 


Depth Existing Rates Per Minute 

(in Fathoms) (in Rs.) 


Upto 20 0.30 

20-30 0.45 

30-40 0.60 
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40-50 

0 90 

50-60 

1 20 

60-75 

1.70 

75-100 

1.90 


150 20 On the ground that divers arc engaged in specialised and 

hazardous operations and in view of enlargement in their scope of activities, the 
Armed Forces have suggested that the existing rales of diving allowance and dip 
money may be enhanced four times and extended to Army and Air Force personnel 
qualified in diving. 


I SO.21 Wc find that the rates of the diving allowance and dip money have 

been enhanced by earlier Pay Commissions keeping in view the high risk and 
hazard and the psychological strain imposed. Wc arc inclined to agree that there 
is a high degree of risk involved in undertaking underwater operations and 
recommend that the existing rates of the diving allowance and dip money, 
which were sanctioned in 1986 may be doubled. However, wc do not 
recommend extension to any other category of personnel. 


SPECIAL FORCES ALLOWANCE 


150.22 The erstwhile Para Commando battalions of the Army have been 
restructured and redesignated as Special Forces for conducting specialised 
operations. These forces arc at present entitled to para commando allowance. The 
existing rates of Para Commando Allowance arc: 

a) Officers - Rs.350 per month 

b) JCOs - Rs.250 per month 

c) ORs - Rs. 175 per month 

150.23 The Armed Forces have stated that the Special Forces are 
specialised troops and carry out covert and limited overt strategic and technical 
military operations in war and in low intensity conflicts. There is considerable risk 
to life and limb in these operations as well as in day to day training. Keeping in 
view the high rate of casualties during operations and the hazardous nature of 
duties, the Armed Forces have suggested considerable enhancement in the rates of 
Para Commando or Special Forces Allowance. It has also been suggested that Para 
Pay as authorised to paratroopers may be made applicable to Special Forces 
personnel in addition. For those of the personnel who are trained in free fall 
parachuting and in underwater diving and demolition, introduction of Free Fall 
Allowance and Diving Allowance/Dip Money have been suggested. 


150.24 We have considered the various suggestions made by the Armed 

Forces and recognising the additional risks undertaken by these personnel 
recommend that the present Para Commando Pay may be redesignated as 
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Special Forces Allowance' witlioiil any change in ihc scope of its application and 
the rates be enhanced as follows 

1 Officers - Rs.700 per month 

2 JCOs - Rs.500 per month 

3 Ors - Rs.350 per month 

150.25 However, we do not recommend introduction of para pay, free fall 
allowance or diving allowancc/dip money for these personnel. 

150.26 At present, no para commando allowance is paid to Air Force 
Commandos who arc trained in anti-hijacking operations We recommend that 
the allowance may be extended to Air Force Commando personnel also. 


MARINE COMMANDOS AND CHARIOT PAY 


150.27 The Marine Commando cadre was created in 1987 with a 

complement of 38 officers and 373 sailors. These personnel were Selected from 
clearance and ships divers of the Navy for meeting die threat to national offshore 
areas. The Chariot cadre personnel arc required to operate the submersible crafts 
(CHARIOTS) during preemptive strikes in enemy harbours. 


150.28 In view of the risky nature of their duties, personnel of the cadre 

are entitled to Marine Commando and Chariot Pay at the following rates: 

(Rs. per month) 

1. Capt.(with more than 3 vrs. service 900 

in rank) 

2. Other officers upto Captain 1200 

3. Sailors 900 


150.29 The Armed Forces have suggested continuance of the existing 

parity of the Marine Commandos and Chariot Pay with Submarine Pay in view of 
the increasing frequency with which they are called upon to perform and have 
suggested revised rates of Rs.7000 p.m. for officers and Rs.5S00 for sailors. 


150.30 We have considered the issue and feel that the differences in 

duration of deployment, and in the roles warrant a separate treatment for 
submariner and these personnel. Taking into account the multifaceted training and 
professionalism of the Marcos Cadre and the risks involved in operating the 
Chariots, both of which we had occasion to observe, we recommend that the 
existing rates of Marine Commando and Chariot Pay may be doubled. 
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PARA PAY AND PARA RESERVE PAY 


150 31 Parachute Pay is granted to officers and men of the Army holding 

appointments of operational parachutists authorised in the War/Pcacc 
establishment of their units These paratroopers arc required to be dropped behind 
enemy lines and cam' out operations independently or in conjunction with follow 
up ground forces. On landing, they operate like normal infantrymen For 
continuance of grant of para pay in each year, a parachute refresher course 
including a minimum of two jumps is to be attended. Parachute Pay ceases from 
the day a person vacates his operational parachutist appointment or from the date 
on which he is struck off the strength of a parachute unit on permanent posting to 
his Regimental or Corps Centre. 


150.32 Individuals posted as parachute reservists to nonparachulc units 

arc entitled to Para Reserve Pay from the date of posting as reservist at half the 
rates of Para Pay. For transfer of trained parachutists to para reserve, an individual 
should have a minimum of three years' service in a para unit as a trained parachutist 
and should be less than 35 years of age. For grant of Para Reserve Pay also, 
parachute refresher course is required to be attended. 


150 33 The existing rates of para pay arc: 

a) Officers Rs. 150 per month 

b) JCOs/ORs Rs. 100 per month 


150.34 The Armed Forces have suggested substantial increases in the 

rates of Para Pay and have suggested its extension to entitled Air Force and Naval 
personnel. 


150.35 Considering the various factors, we recommend that the Para 

Pay and Para Reserve Pay may be renamed as Para Allowance and Para 
Reserve Allowance and may be paid at the following rates: 


Para Allowance 

Para Reserve 


• Allowance 


(in Rs. per month) 

a) Officers 300 

150 

b) JCOs/ORs 200 

100 


150.36 We, however, do not find sufficient justification for extending the 

allowance to Naval and Air Force personnel. 
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I’ARA JUMP INSTRUCTOR PAY 


150 37 Indian Air Force Officers and personnel who arc employed as 

parachute jumping instructors arc granted Para Jump Instructor Pav of Rs.300 per 
month for Officers and Rs 200 per month for Airmen These instructors arc 
volunteers from Ground Duty Branches and have to undergo stiff medical tests for 
selection 


150.38 The Armed Forces have suggested enhancement of Para Jump 

Instructor Pay to Rs 1200/- per month for officers and Rs.900/- per month for 
airmen in order to motivate personnel to volunteer for the job. Introduction of Free 
Fall Jump Instructor Pay has also been suggested. 


150.39 We have considered these suggestions and recommend that Para 

Jump Instructor Pay be renamed as Para Jump Instructor Allowance and 
doubled. We are, however, unable to agree with the suggestion to introduce Free 
Fall Jump Instructor Pay. 


COMBAT HAZARD ALLOWANCE 


150.40 The Armed Forces have suggested that a Combat Hazard 

Allowance be introduced for troops in field areas, high altitude areas and Siachcn, 
special forces of the three services and for personnel serving in areas which may 
in future be declared field areas on the ground that a distinction is required to be 
maintained between these troops and those otherwise deployed. 


150.41 In our opinion, combat hazard is inherent in military duties and the 

various concessions and allowances available to Armed Forces take into account 
this hazard. We therefore do not recommend introduction of a separate Combat 
Hazard Allowance. 


COUNTER INSURGENCY OPERATIONS ALLOWANCE 


150.42 Since 1994, troops deployed on Counter Insurgency operations 

have been treated on par with troops deployed in field areas and granted Counter 
Insurgency Operations Allowance (Cl Ops Allowance) at field area allowance 
rates Troops operating away from their permanent .locations for over 30 days 
qualify for grant of the allowance. No other monetary allowance is admissible to 
troops on deployment. The existing rates of counter* insurgency operations 
allowance are: 
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Ratc/monlh 
(m Rs) 

Lt Col & Above 

975 

Lt Col (TS) & Major 

X95 

Captain 

820 

2nd Lt /Lt 

7X0 

JCOs/Honv Commissioned Officers 

650 

Havildar 

450 

Scp/Naik incl Ncs(E) 

375 


150 43 It has been suggested by the Armed Forces that Cl Ops. 

Allowance should continue to be equated to Held area allowance but should be 
admissible in addition to field area allowancc/modificd field area allowance/high 
altitude allowance. Extension of the allowance to troops permanently located in Cl 
Ops area and engaged in Cl Operations and to Static Establishmcnts/Hcadquartcrs 
in the area of operations has also been proposed. It has also been urged that Navy 
and Air Force when engaged in Counter Insurgency Operations may also be made 
entitled to grant of the allowance. 


150.44 After careful consideration of all the suggestions made, we 

recommend that the existing parity with field area allowance may continue 
and rates suggested by us for field area allowance in the subsequent 
paragraphs may be made applicable to these personnel also. We, however, do 
not suggest any expansion in the scope of application of the allowance. 


FIELD SERVICE CONCESSIONS 


150 45 Prior to Fourth Pay Commission, field service concessions were 

granted in the form of free rations, free single accommodation including allied 
services and some minor concessions like free postage. A married officer was 
entitled to Rs. 140/- in addition as separation allowance on account of separation 
from his family. However, high altitude allowance, uncongenial climate allowance 
were also granted where applicable. For personnel below officer rank, for service 
in field areas, besides concessions like free postage and free replacement of 
. _.m, special compensatory allowance was admissible as compensation for hard' 
life and lack of amenities in field areas. 


150.46 The Fourth CPC had recommended that classification of areas for 

grant of field service concessions be reviewed by Govt, and the concessions 
decided keeping in view special compensatory allowances recommended for 
civilians. Based on that recommendation, field service concessions for the Armed 
Forces have been rationalised. Field areas have been classified as field areas and 
modified field areas and separate compensation based on operational readiness and 
availability’ of facilities introduced in 1993 
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150 47 In addition, high altitude areas have been categorised as: 

i) areas between 0000 ft and 15000 ft including uncongenial 
climate areas below 9000 feet, and 

n) areas above 15000 feet in height for the purpose of grant of high 
altitude allowance 

For Siachcn area which is permanently snow-bound Siachcn allowance has 
been introduced. We have considered the proposals made by the Armed Forces 
regarding field service concessions in the succeeding paragraphs. 


FIELD AREA ALLOWANCE 


150 48 Field area is an area where troops arc deployed hear the borders 

for operational requirements and where imminence of hostilities and associated risk 
to life exists. Troops in such areas arc located for reasons of operational 
considerations alone and arc not living in cantonments. 


150.49 Field Area Allowance has been made admissible to personnel 

serving in detachments, units and formations in these areas. No field area 
allowance is granted to static formations, NCC directorates, TA Units, Record 
Offices etc. 


150.50 The Armed Forces have suggested substantial enhancements in 

the rates field area allowance in view of the difficult conditions of service in these 
areas Combat Hazard Allowance has been proposed to be paid in addition. 


150.51 We have considered the suggestions and find that the rates of field 

area allowance have been fixed recently in April 1993. In view of this, we 
recommend that rates of field area allowance be increased in the following 
manner: 


Rank 

Existing 

ProDosed Rates 


(in Rs. per month) 

Lt.Col. & above 

975 

1300 

Major 

895 

1200 

Captain 

820 

1100 

Subaltern 

780 

1050 

Rank 

Existine 

ProDosed Rates 


(in Rs. per month) 

JCO 

650 

900 

Havildar 

450 

600 

Sep/NK 

375 

500 
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MODIFIED FIELD AREA ALLOWANCE 


150 52 Modified field area is an area where iroops arc deployed in 

support of combat iroops in an operational support role. Degree of operational 
readiness is slightly lower than that in field area but sustained surveillance 
continues 


150.53 The Armed Forces have suggested upward revision of the rates of 

modified field area allowance keeping in mind* the fair degree of deprivation and 
hardship in these areas. However, keeping in view the fact that rates of the 
allowance have also been fixed in 1993, we recommend enhancement of the 
rates in the following manner: 

Rank Existing Rates Proposed Rates 




(in Rs. p.m) 

a) Lt.Col. & above 

375 

500 

b) Major 

350 

465 

c) Capt. 

325 

430 

d) Subaltern 

300 

400 

e) JCOs 

225 

300 

0 Havildar 

175 

230 

g) Sep/NK 

150 

200 


HIGH ALTITUDE ALLOWANCE 


150.54 High Altitude Allowance is admissible in addition to field area 

allowance. The existing rates of high altitude allowance are: 

Category I Category II 

(Ht from 9000 ftto 15000 ft (Above 15,000 feet) 

including uncongenial climate 
areas below 9000 ft.) 

(Rs. per month) 


a) Lt.Col.A above 400 600 

b) Major 350 525 

c) Capt. 250 375 

d) Subaltern 200 300 

e) JCOs 180 270 

QHavildar 140 210 

g) Sep/NK 100 150 


150.55 The 'Armed Forces have proposed recatcgorisation of height 

brackets suggesting that higher rate of allowance be made admissible for heights 
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above 12000 ft . instead of the existing 15000 feet, in order to compensate 
maximum number of troops and in view of harsh living conditions and pronounced 
effect of high altitude beyond this height Payment of Combat Hazard element in 
addition has also been suggested 


150 56 Since the rationalisation of field serv ice concessions has taken 

place only in 1093. we feel it would not be appropriate to disturb the existing 
classification of high altitude areas As regards the rates of the allowance, 
consistent with increases suggested for field area and modified field area allowance, 
we recommend the following revised rates for High Altitude Area Allowance: 



Category 1 

Category 11 


(in Rs. per month) 

a) Lt.Col.A above 

530 

800 

b) Major 

465 

700 

c) Capt. 

330 

500 

d) Subaltern 

265 

400 

e) JCOs 

240 

360 

0 Havildar 

185 

280 

g) Sep/NK 

135 

200 


SIACHEN ALLOWANCE 


150.57 Siachcn Allowance is paid to troops serving in the Siachcn region 

The allowance is payable in addition to field area allowance. Units arc deployed 
in the area for a 6 month tenure. Due to the contemperative and difficult conditions 
in the area, personnel arc subjected to a very high level of physical and mental 
fatigue with a pronounced degradation in mental faculties and reactions. High 
degree of casualties have also been reported from troops in this area due to harsh 
climatic conditions. 


150.58 In their proposal, the Armed Forces have suggested that rates of 

Siachcn Allowance may be enhanced from the existing Rs.1200 per month for 
Officers to Rs.7000 per month and for PBOR from Rs.800 per month to Rs.4500 
per month. In addition, payment of Combat Hazard Allowance has also been 
proposed. 


150.59 While the rates of Siachen Allowance have also been fixed m 

1993, we feel that the extremely harsh conditions in the area deserve special 
consideration and a substantial revision in rates is called for. Keeping in view the 
high incidence of casualties, the harsh environmental conditions and 
inadequate facilities in the area, we recommend that the rates of Siachen 
Allowance may be enhanced as follows: 
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Officers RsJOOO per month 

JCO/OHs Rs.2000 per month 


REVIEW OF AREAS 


150.60 The Armed Forces have also suggested a review of the areas 

qualifying for grant of field service concessions and inclusion of certain areas We 
find that provision already exists whereby classification of areas is to be reviewed 
every three years. We, therefore, feel that the task is best left to the Ministry of 
Defence in keeping with the present Government Orders 


SEA SERVICE CONCESSIONS 


150.61 The existing sea service concessions available as compensation 

for hardships at sea include: 

I) Hardlying money, 

ii) Separation allowance for officers, and 

iii) Sea duty allowance for sailors 

150 62 Hardlying money is in the nature of compensation for extra 

discomforts of service inherent on smaller ships for periods during which Naval 
personnel actually live and sleep on board specified classes of ships. It is, 
therefore, not paid for duty in larger ships. In the smaller ships like mine sweepers, 
ocean-going tugs, patrol crafts and submarines, hardlying money is paid at full 
rates and in the relatively more comfortable vessels like the destroyers, petya class 
ships and certain tankers it is paid at half rates. 


150 63 The existing' full* rates of hardlying money arc as follows 

Officers Rs. 100 per month 

Sailors Rs.70 per month 

150.64 The Armed Forces have proposed substantial enhancements in the 

rates of hardlying money based on tonnage of ships while suggesting retention of 
the existing applicability conditions. We have studied the existing provisions with 
regard to hardlying money and recommend that the existing rates of hardlying 
money may be doubled but the existing classification of ships and applicability 
conditions may be retained. 
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SEPARATION ALLOWANCE AND SEA DUTY ALLOWANCE 


150.65 As regards tlx: existing separation allowance for officers and sea 
duty allowance for sailors, the Armed Forces have contended that since the 
separation allowance and special compensatory allowance earlier available to the 
Army and Air Force personnel whilst serving in field areas, have been replaced by 
a new set of allowances, the same may be done for the Navy They have therefore 
suggested that a sea going allowance may be introduced in lieu of separation 
allowance and special compensatory allowance be admissible when the ship leaves 
her base port for more than 12 hours for ships of 5000 tons and above and four 
hours for ships of less than 5000 tons. The revision has been sought keeping in 
mind the linkage with allowances available earlier in field areas. 

150.66 We find that the Fourth CPC had considered the suggestion of 
Naval Headquarters for grant of separate compensation to officers and sailors 
posted on ships but had not found adequate justification for the payment of a 
separate sea service concession. The Armed Forces have stated that when field 
service concessions were taken up for rationalisation by the Ministry of Defence 
in 1992, the concessions available to the Navy were not considered. As a 
consequence, separation allowance and sea duty allowance for the navy remained 
unaltered. 


150 67 The existing rate of separation allowance for officers is Rs. 140 

per month calculated on a daily basis on the condition that the ship should have 
been outside home port for 12 hours or more. The existing rates of sea duly 
allowance which is also calculated in a similar manner arc 

Rank Existing Rate 

(Rs. p.m) 

Honv. Commissioned/MCPO/CPO 53/- 

PO ’ 38/- 

Ldg 33/- 

SEAI/II 30/- 


150.68 We have carefully examined the demands made with regard to sea 

service concessions and feel that compensation for sea service should only be 
restricted to number of days actually spent at sea. As regards the nature and 
amount of compensation, we feel that in view of rationalisation of field service 
concessions for Army and Air Force, there is some justification for rationalising sea 
going allowances. However, in our opinion, stay at sea for Naval personnel is for 
a less prolonged duration on each occasion as compared to stay in field areas for 
the Army. Besides, going to sea is inherent in the nature of duties of the Navy. 
Keeping in view all these factors, we recommend that the present separation 
allowance may also be redesignated as 'Sea Duty Allowance'. The revised 
rates should be as under: 
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Rank 


(Rs. p.m) 


Commanders and above 

335 

Lieut Commander 

300 

Lieutenant 

280 

Sub Lt./Acting Sub Lt. 

2<»5 

MCPO 1,11 and CPO 

200 

Petty Officer 

150 

Leading Seaman and Below 

130 


EXPATRIATION ALLOWANCE 


Present 
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150.69 Personnel in the Navy arc entitled to an expatriation allowance 
when operating in specified international waters The allowance is not admissible 
in conjunction with daily allowance. While iterates of this allowance for Air Force 
and Navy personnel have been linked to the foreign allowance of the country of 
deployment, in the Navy it has not been possible to relate the rates to "any specific 
country while operating in international waters. 

150.70 The existing rates of expatriation allowance vary from Rs. 10 per 
month for Seaman I and II to Rs.250 per month for Rear Admirals. The Armed 
Forces have proposed considerable enhancement in the rates of the allowance and 
expansion in the scope of application of the allowance. 


OurRecommen- 150.71 We have examined the conditions of grant of the allowance in the 

danons context of other compensations available while at sea. Wc feel that while sailing 

in international waters no extra financial burden is imposed on the Naval personnel. 
We have already recommended enhancement in the rates of sea duty allowance and 
hardlying money' and since these compensations would be available in ail maritime 
areas, we do not see any justification for continuance of expatriation allowance. 
We therefore recommend that expatriation allowance may be discontinued. 


EXPLOSIVE CLEARANCE ALLOWANCE 


OurRecommen- 150.72 • An explosive clearance allowance has been demanded by the 

da,,ons Armed Forces for personnel involved in clearance of bombs, explosive devices and 

mines during counter insurgency operations and low intensity conflicts. We have 
not recommended any such allowance for personnel in other organizations engaged 
in similar duties. Moreover, substantial ex-gratia payments have been 
recommended by us for casualties in such operations. We are, therefore, unable to 
agree with the proposal for a separate Explosive Clearance Allowance. 
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INTRODUCTION 


General 151.1 At present, three functional related allowances -entertainment 

allowance, special allowance to catering assistants employed as air stewards and 
air despatch pay - arc admissible to Armed Forces Personnel. The Armed Forces 
have proposed enhancement of the existing allowances and introduction of three 
new functional related allowances. 


ENTERTAINMENT ALLOWANCE 


Present Position 151.2 Entertainment allowance is admissible to Service Officers holding 

specified appointments in order to enable them to meet expenses on mandatory 
official entertainment. The existing rates of the allowance range from Rs. 6600 p.a. 
for Service Chiefs to Rs. 100 p.m. for sector Commanders/Naval Officers, in¬ 
charge of a ship/Air Officer Commanding, station. It has been suggested that this 
allowance be renamed as "Official Hospitality Grant" and certain other 
appointments such as commanding officers of units/cstablishments and heads of 
training institutions be included within its purview. Further the rates of this 
allowance be enhanced by 4 to 12 times. 


Our 

recommenda nous 


1513 We feel that the existing list of specified appointments entitled 

to this allowance is adequate. We recommend that the grant of this allowance 

be rationalised and its rates revised in the following manner > _ 

Appointment _ Proposed Rate p.m. _ 


Service Chiefs and Vice Chiefs/Army Rs.1000 

Commanders and equivalent 


Other appointments in the rank of Lt. Genl. Rs.800 

and equivalent presently in receipt of 
entertainment allowance 
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Appointments in the rank of Major Cent. Rs.600 

and equivalent presently granted 
entertainment allowance 

Appointments in the rank of Brigadier Rs.500 

and equivalent presently entitled 
to entertainment allowance 

CO of a ship of Capt. rank and equivalent Rs.400 

presently in receipt of entertainment allowance 

Naval Officer incharge/CO upto Cdr. rank Rs.200 

presently in receipt of entertainment allowance 


We also endorse the suggestion of the Armed Forces that the existing 
entertainment allowance be renamed as "Official Hospitality Grant" 


SPECIAL ALLOWANCE TO CATERING ASSISTANTS 


151.4 A special allowance of Rs. 200/- p.m. is paid to airmen of the 
catering assistant trade employed as air stewards in Air Headquarters 
Communication squadron, which is responsible for transportation of high ranking 
Indian and foreign dignitaries within and outside India It has been suggested in the 
Armed Forces memorandum that this allowance be enhanced to Rs 500 p.m and 
extended to catering assistants performing duties of air stewards in the 
communication flights of the IAF commands and to Stewards of Navy and Army 
when performing similar duties. 

151.5 The rate of this special allowance was fixed in 1991. We 
recommend that the rate be enhanced to Rs. 300 p.m. We, however, do not 
agree to the suggestion to extend this allowance to other categories of personnel 


AIR DESPATCH PAY 


151.6 Air Despatch pay at the rate of Rs. 60 p m is admissible to JCOs and other 
ranks who arc employed on airdropping of supplies in forward areas Air Despatch 
pay is linked to a minimum of 24 sorties per year. In view of the hazardous nature 
of duties involved in Air Despatch, we recommend that Air Despatch Pay may 
be enhanced to Rs. 120 p.m. 


NEW ALLOWANCES 


151.7 We have considered in detail the proposal of the Armed Forces for 
introduction of new allowances, viz., instructional allowance, headquarters 
allowance and scout allowance, but find ourselves unable to accede to this demand 
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INTRODUCTION 


152. 1 The Armed Forces arc granted certain qualification related 

allowances based on their acquiring certain qualifications or on performing 
specialised duties after obtaining some qualifications. It has been suggested in the 
Armed Fqrces memorandum that the rates of the existing qualification related 
allowances be enhanced and the scope of some of them broadened. Introduction of 
certain new qualification related allowances has also been proposed. 


QUALIFICATION PAY AND QUALIFICATION GRANT 


Genera! Ii2.2 Qualification pay on a monthly basis is granted for certain flying 

qualifications which are required to be updated periodically. It is also granted to 
Military Nurisng ServiceofTicers for undergoing prescribed courses. Qualification 
grant • a lump-sum one-time grant is sanctioned to officers for undergoing 
courses which have a one-time qualification. 

Background 152.3 The system of monthly qualification pay for Armed Forces 

Officers was introduced in 1948 as an incentive for acquiring certain qualifications. 
Subsequently, in 1962, the system of qualification grant was introduced for 
specified courses. The Third CPC, besides finding many anomalies in the system 
of grant of qualification pay, observed that most of the qualifications and courses 
for which monthly qualification pay was granted on a continuous basis involved 
only one-time effort. Accordingly, it recommended that except for certain flying 
qualifications and courses for MNS officers which would continue to be covered 
by qualification pay, all other qualifications and courses should be covered by a 
one-time qualification grant. The Fourth CPC continued with the same 
classification 
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152.4 The one-time Qualification grant is admissible to Service Officers 

al four different rates linked to four categories of specified courses. The Fourth 
CPC had recommended an enhancement of 25% in the rales of qualification grant. 
Keeping this factor in mind, we recommend fhat the rates of qualification grant 
be revised as follows 


Courses 

Existing 

Proposed 

Category I Courses 

Rs. 7,500/- 

Rs, 10,000/- 

Category 11 Cou rses 

Rs. 5*625/- 

Rs. 7,500/- 

Categoryl 11 Cou rces 

Rs. 3,000/- 

Rs. 4,500/- 

Category IVCourses 

Rs. 2,000/- 

Rs. 3,000/- 


152.5 We understand that the Armed Forces have submitted a proposal 

to the Ministry cf Defence for revision of courses eligible for qualification grant 
We suggest that the Ministry of Defence may finalise the revised list of courses 
at the earliest. While doing so, it may be ensured that there is scope for utilising the 
qualifications obtained by officers, and courses which are part of the recruitment 
rules or are considered necessary for grant ofpromotion or which entitle them to 
any additional allowance, are not included. Till such time that the list of courses 
is revised, we recommend that the existing list may continue to be operative. 


QUALIFICATION PAY FOR MNS OFFICERS 


132.6 At present qualificationpay at the rate of Rs. 45 p m is admissible 

to MNS Officers for undergoing prescribed courses. We find that these courses 
offer only a cne-time qualification and should he covered under qualification grant. 
Accordingly, we recommend that the exiting qualification pay for MNS 
officers maybe converted into a lump sum qualification grant of Rs. 3,000/- , 
which is the rate we have recommended for qualification grant under category IV 
courses. The Ministry of Defence may review the list of prescribed courses for 
MNS Officers following the same criteria we have laid down for revising the 
courses admissible for qualification grant. Till such time the review is done, the 
existing list will continue to be operative. 


QUALIFICATIONPAY FOR FLYING QUALIFICATIONS 


152.7 Qualification pay is granted to Air Force, Naval and Army* 

Aviation officers who are required to obtain certain flying qualifications, which are 
to be updated periodically by appearing in tests/ examinations conducted by an 
appropriate board. There are three monthly rates of qualification pay viz. Rs. 125, 
Rs. 100 and Rs. 70 for three categories of personnel (the categorization either 
denotes instrument rating or proficiency in flying duties). 
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1 >2 X The Armed l : orccs have suggested an ciglit-fold increase in the 

existing rales of qualification pay and its extension to airmen aircrew and their 
counterparts in the Aitov and Navy, though at reduced rales 


152.9 We recommend that the existing rates of this allowance be 

doubled and it may be called qualification allowance’ instead of‘qualification 
pay’ However, we do not find adequate justification for extending the qualification 
pay to airmen aircrew in view of possible repercussions on other PBOR acquiring 
specialised skills. 


TECHNICAL PAY 


152 10 Technical pay is admissible to officers of the technical branches 

or arms for possessing or acquiring higher technical qualifications after joining the 
service It was introduced in 1951 as an incentive in order to overcome the 
consistent shortfalls in induction to technical branches It is granted on a graded 
basis depending on the type of the qualification or duration of the course. This 
allowance ranges from Rs 75 p.m to Rs.375 p.m. 

152.11 The Armed Forces have suggested a nine-fold increase in the rates 

of technical pay and have separately submitted a proposal to the MOD for revision 
of the list of courses eligible for grant of technical pay. The Fourth CPC had 
recommended, among other things, an increase of 50% in the rates of Technical 
Pay 

152 12 We find that the qualifications and courses, for which technical 

pay is granted, involve only a one-time effort. For civilian employees, we have 
separately recommended a lump-sum incentive for acquiring higher qualifications. 
In order to ensure uniformity, we recommend that the existing monthly technical 
pay may be converted into a lump-sum one-time grant and be known as 
Technical grant’ The following rates for the grant are suggested :- 

For specified post-graduate/ Rs. 20,000/- 

diploma courses 

For specified technical Rs. 15,000/- 

courses of more than 6 
months’ duration 

For technical courses of Rs. 9,000/- 

3-6 months' duration 


15213 The list of courses eligible for getting the grant may be finalised 

by the MOD in a time-bound manner. Till such time the revised list is finalised, 
the present list may continue to be operative. 
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SURVEY PAY 


152.14 Survey pay is granted to Naval officers and sailors employed on 
survey duties, as a consideration for the specialised knowledge required, long 
periods of slay at sea ar.d also as an incentive to attract volunteers for survey 
duties. Before the Third CPC, officers employed on survey duties were entitled to 
an annual survey bounty and a monthly survey allowance, whereas sailors were 
authorised only the annual survey bounty. The Third CPC found no justification in 
having a monthly survey allowance over and above the Annual Survey Bounty and 
recommended the discontinuance of the monthly survey allowance for officers. The 
Fourth CPC recommended replacement of Surv ey bounty by a monthly survey pay 

152.15 At present, there arc five rates of survey pay for survey officers, 
ranging from Rs. 200 p.m to Rs. 350 p m The rates arc related to the 
classification of the survey personnel The non-survey officers on board ships arc 
granted 50% of the lowest rate of survey pay for survey officers. For the sailors, 
there arc four rates of Survey pay ranging from Rs. 50 p.m to Rs. 125 p.m The 
rates arc again related to the classification of survey personnel. Non-survey sailors 
on board ships are granted 50% of the lowest rate of Survey pay for Survey sailors. 

152.16 We have considered the Armed Forces suggestions regarding 
revision of the rates of Survey pay We recommend that the present rates may 
be doubled and the existing survey pay be renamed as ' Hydrographic Survey 
Allowance’ 

152.17 The Armed Forces have suggested introduction of a new 
allowance to be named as Aerial Survey Allowance’ for officers and airmen 
aircrew of the Strategic reconnaissance Squadron in the Air Force and a Military 
Survev Allowance for army personnel engaged in Military Survey work. 

152.18 We have considered the Armed Forces suggestion with reference 
to the existing hydrographic survey pay for the Naval personnel and we feel that 
while the grant of hydrographic survey is connected with the hardships associated 
with long periods of stay at sea, similar justification for the Air Force and the Army 
docs not exist In view of this, we arc unable to recommend introduction of these 
allowances. 


SPECIALIST PAY 


15219 At present, specialist pay is admissible to the officers of the Army 

Medical Corps and Army Dental Corps who fulfil the necessary qualification 
criteria and who form a part of the specialist pool or hold certain appointments 
authorised for specialists. The existing rates of Specialist pay are as under. 

Graded specialist - Rs. 400 p.m. 

Classified specialist - Rs 500 p m. 

Consultant/Advisor - Rs. 600 p m 
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Our ] 52.20 The Armed Forces in their joint memorandum have suggested a 

recommendations substantial increase in the rates of specialist pay. We have carefully examined their 
suggestions, keeping in mind the existing provision of two years antedated 
seniority and higher initial pay for the AMC/ADC officers. We recommend that 
the existing rates of Specialist pay may be doubled. Further, Specialist pay may 
be renamed as specialist allowance 

Armed Forces' 152.21 The Armed Forces have also suggested introduction of Post- 

sttggesiionfor Graduate Allowance for Medical Corps., Dental Corps and Veterinary Corps 
introduction of 0 ff lccrs m possession of Post-Graduate dcgrec/diploma and not in receipt of 

new allowance . 

specialist pay. 

Our Views 152.22 At present. Veterinary Corps officers undergoing courses of 

higher specialisation are entitled to qualification grant. We are, therefore, unable 
to recommend introduction of Post Graduate allowance fjor Veterinary Corps 
officers. However, for Medical corps and Dental Corps officers who are outside 
the specialist pool and who do not get any benefit for possessing higher 
qualifications, we recommend introduction of post-graduate allowance at the 
same rates as for Civilian Medical officers under the CHS, i.e Rs. 500/- p.m. 
for post-graduate degree holders and Rs. 300/-p.m for post graduate Diploma 
holders. The Post Graduate allowance would be payable for the period that they 
are not eligible for grant of specialist pay. 


SUBMARINE TECHNICAL PAY 


Existing position 152.23 Submarine Technical pay at the rate of Rs. 50/-p.m is admissible 

to Naval Artificers and Mechanicians for the period they are deployed on 
submarine maintenance duties, This allowance ceases to be paid when they revert 
to the general service. 

152.24 The Armed Forces have suggested introduction of 
Aeronautical/Submarine Technical Pay at the rate of Rs. 500/- p.m., which while 
subsuming the existing Submarine Technical pay, will also be admissible to 
Aircraft tradesmen of Group -1 in the Air Force, Air Artificers/Mechanicians in the 
Navy and equivalent tradesmen in the Army. 

152.25 We have carefully considered the Armed Forces suggestion in the 
recommendations con t ex t 0 f existing intra-as well as intef-Service trade relativities and do not find 

adequate justification for introduction of the allowance for any new category of 
personnel. However, we recommend that the rates of the existing Submarine 
Technical Pay may be doubled and it be renamed as Submarine Technical 
Allowance. 


Armed Forces* 
suggestion 


LANGUAGE AWARDS 


Existing position j 52.26 Language Awards are given to the Service officers and PBOR to 
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encourage them to learn foreign languages to enable them to carry out instructional 
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Suggestions 

Our 

recommendations 


Existing position 


translations and inlcrprclcrship duties as and when required. The existing 
provisions and rates of language Awards arc as under: 

(a) The first three defence personnel in order of merit who pass Advance 
Diploma Part-11 in each language, obtaining 65% marks or above, get one¬ 
time Language Awards at the following rates: 


Category of Foreign 

Rates for sponsored 

Rates for non-sponsored 

Language 

Candidates 

Candidates 

Category 1 

Rs. 500/- 

Rs.750/- 

Category 11 

Rs. 350/- 

Rs.500/- 

Category ill 

Rs. 250/- 

Rs.350/- 


(b) The first three defence personnel in order of merit, who pass 
interpretership examination in each language with 70% marks and above, 
get one-time Language Awards at the following rates. 


Category of Foreign 

Rates for sponsored 

Rates for non-sponsored 

Language 

Candidates 

Candidates 

Category I 

Rs 1000/- 

Rs. 1500/- 

Category II 

Rs. 750/- 

Rs. 1000/- 

Category III 

Rs. 500/- 

Rs. 750/- 


152.27 The Armed Forces have suggested a four fold increase in the rates 
of Language Awards and introduction of incentive Awards for Indian Languages. 

152.28 We recommend that the existing rates of Language Awards 
may be doubled However, we do not find sufficient justification to recommend 
introduction of incentive awards for Indian Languages. 


LANGUAGE ALLOWANCE 


152.29 Language Allowance is granted to Service personnel for the period 

they are actually performing the instructional/translation/ interpretation duties 
involving the use of any of the specified foreign languages. Continuance of this 
allowance is subject to the recipient passing the proficiency test to be conducted 
every year. The existing rates of Language Allowance are as under: 
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Category of Foreign language 

Rates of Language Allowance 

Category 1 

Rs 150/-pm 

Category II 

Rs 125/-p.m 

Category 111 

Rs 1(H)/-p.m 


152 30 The Armed Forces have suggested that the rates of Language 

Allowance may be enhanced 4 times and the yearly qualifying proficiency lest may 
be held every’ alternate year. They have also suggested introduction of proficiency 
pay at 50% of the rales of Language Allowance for qualified personnel not 
performing inslruclional/translation/ interpretation duties involving the use of 
foreign language 

152.31 We recommend that the existing rates of Language Allowance 

may be doubled. However, we arc not in favour of changing the periodicity of 
qualifying proficiency test We also do not find justification to introduce the 
suggested Proficiency pay. 


SHORTHAND ALLOWANCE 


152 32 Shorthand Allowance at the rale of Rs 60/-p.m is granted to 

Writer Branch Sailors of the Navy and Airmen clerks of the Air Force when they 
arc performing duties of Stenographer and arc attached to specified appointments 
In the ease of the Army, no such allowance is given to Personal Assistants, as they 
arc rcmuslcrcd from Group B' to Group A' on becoming Personal Assistants 

152 33 The Armed Forces have suggested that the existing rates of 

Shorthand Allowance may be enhanced to Rs 300/- p.m and the allowance be 
admissible to all qualified personnel performing duties of a stenographer 
irrespective of their attachment to specified appointments. They have 
recommended that the allowance may be extended to qualified Stenographers of the 
Army in view of the new integrated pay structure for PBOR proposed by them. 

152 34 We have considered the Armed Forces suggestions and 

recommend that the existing rates of Shorthand Allowance for the Navy and 
Air Force may be doubled without any change in the present conditions of grant 
of the allowance As we have not recommended integrated pay scales for any 
category and the existing group system with provision for rcmustcring in the ease 
of Army will continue, the question of extending shorthand allowance to qualified 
Stenographers of the Army docs not arise. 


UNIT CERTIFICATE & CHARGE CERTIFICATE ALLOWANCE 


152 35 Artificers and Mechanicians of the Navy who have passed the 

prescribed examinations arc granted Unit Certificate and Charge Certificate 
Allowance, on being certified by a designated competent board/authority. The Unit 
Certificate authorises the artificer to take independent charge of operating 
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machinery during a watch at sea. The Charge Certificate authorises the artificer to 
take overall charge of machinery at sea Both the allowances arc not admissible 
concurrently. The existing rales of Unit Certificate and Charge Certificate 
Allowances arc as under 


UNIT CERTIFICATE ALLOWANCE 

Lower Rale - Rs. 38/- p m 

Higher Rate - Rs. 75/- pro 

CHARGE CERTIFICATE ALLOWANCE 

Lower Rate - Rs. 75/- p.m: 

Higher Rate - Rs. 113/- p.m. 

Special Rale - Rs. 135/- p m. 

152.36 The Armed Forces have suggested a ten-fold increase in the rates 
of Unit Certificate and Charge Certificate Allowances, stating that the rates have 
not been revised since 1968. 

152.37 As per Government orders, the rates of these two allowances were 
last revised in 1983. Taking all relevant factors.into account, we recommend the 
following revised rates for Unit Certificate and Charge Certificate Allowances 

UNIT CERTIFICATE ALLOWANCE 

Lower Rate - Rs. 75 p.m. 

Higher Rate - Rs. 150 p.m. 

CHARGE CERTIFICATE ALLOWANCE 

Lower Rate - Rs. 150 p.m. 

Higher Rate - Rs. 225 p.m. 

Special Rate • Rs. 270 p.m. 


FLIGHT CHARGE CERTIFICATE ALLOWANCE 


152.38 Flight Charge Certificate Allowance was introduced in 1982 in the 

Navy to compensate qualified Senior Air ArtiSccrs/Mechanicians on a ship-borne 
helicopter flight for discharging higher responsibilities of maintaining and clearing 
the aircraft for air worthiness in the absence of an Air Technical officer. These 
Naval Air Artificers/ Mechanicians are examined by a board of specialist Air 
Technical-Officers to ensure that they possess the required skills and competence 
The Flight Charge Certificate is valid for one year and the personnel are re¬ 
examined every year. The allowance was revised in 1993 and has been renamed 
as Aircraft Charge Allowance. The existing rates of the allowance arc as under: 


Chief Air Artificcr/Mechanician 
and above 


- Rs. 150 p.m. 




Air Artificcr/Mcchamcian 
I. II and 111 


-Rs ,100 p.m. 
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152 39 The Armed Forces have suggested enhancement of the rates of the 

allowance and its extension to Gr I trade of Air Force and equivalent Army 
Aviation trades, when they arc certified to be competent to undertake the same 
responsibilities as that of Air Artificers of the Navy 

152 40 This allowance is primarily to compensate the Naval Air Arti ficcrs 

for higher responsibilities discharged on ship-bomc helicopter flights where no Air 
Technical officer is-availablc A similar situation docs not exist in the Air Force 
and Army and thus we find no justification to extend the allowance to the Air Force 
and Army Since the rates of Aircraft Charge Allowance were last revised in 1993, 
we recommend that they may now be revised as under: 

Chief Air Artificer/Mechanician - Rs. 200/- p.m, 
and above 

Air Artificer/Mechanician 1,11 - Rs. 125/-p.m. 

and Ill 

152.41 The Armed Forces have suggested introduction of an Air 

Worthiness Certificate Allowance for Group I (and equivalent) air craft technicians 
in the three services as compensation for the higher responsibility involved in 
airworthiness certification. We are unable to accede to this suggestion since the 
work involved is a part of the normal duties of aircraft technicians 


JUDGE ADVOCATE GENERAL’S DEPARTMENT EXAMINATION 
REWARD 


152 42 Officers of the three services who pass the Judge Advocate 

General's Departmental Examination (the qualifying examination for transfer to 
JAG branch) are entitled to a reward. The existing amount of the reward is Rs. 
1600/- in the case of the Army and Navy and Rs. 2400 in the case of the Air Force 

152.43 The Armed Forces have suggested enhancement of the reward to 
Rs. 6000/- in the case of Army and Navy and Rs. 9000 in the case of Air Force. 

152.44 We have examined the issue in its entirety. In place of the existing 
rates of JAG Departmental Examination Reward, we recommend a revised 
Reward of Rs. 3200 for the three services. 
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INTRODUCTION 


153.1 The Armed Forces have categorised certain allowances as 

"Personnel Related Allowances". The allowances which have been considered 
under this classification are uniform related allowances, hair cutting/cleaning 
allowance, washing allowance, soap toilet allowance, spectacles allowance etc 
Proposals have been made by the Armed Forces for upward revision of these 
allowances and some rationalisation has also been suggested. We have considered 
each of these allowances in the succeeding paragraphs. 


UNIFORM ALLOWANCE - P B.O.R 


1 S3.2 Personnel Below Officer Rank in the Armed Forces have been in 

receipt of uniforms free of cost in field areas from the days of the Post-War Pay 
Committee. In field areas, replacements were also free of cost. However, in peace 
areas, a monthly clothing allowance used to be paid to cover the cost of 
maintenance and replacement of kit and clothing which were priced at concessional 
rates called "Special recovery/frozen rates". In 1982, with the switchover from 
cotton fabric to synthetic material, free issue of clothing in peace areas was also 
authorised based on a life cycle concept with replacements being issued after expiry 
of stipulated life. With grant of free clothing, the monthly clothing allowance was 
discontinued. It was replaced by an annual clothing maintenance allowance meant 
for upkeep of kit/clothing. 

1S3.3 While free issue of uniform items is made to PBOR, on grant of 

Honorary Commission, Junior Commissioned Officers continue to be entitled to 
a one-time outfit allowance equal to actual cost of additional kit with which they 
are required to equip themselves, subject to maximum ceilings Similarly, Non- 
Commissioned officers on promotion as JCOs are entitled to an outfit allowance. 
Apart from these, recruits on enrolment are entitled to a Mufti Allowance of 
Rs. 100/- as payment for purchase of civilian clothing. 
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153.4 The existing maximum ceiling for one-time allowance for JCOs 
granted Honorary Commission is Rs 1600/- for the Army and Air Force and 
Rs 2000/-for the Navy, based on recommendations made by the Fourth CPC The 
Armed Forces have suggested enhancement of the ceilings to Rs 4800/- and 
Rs 6000/- respectively We have gone through the list of additional items of kit for 
which the allowance is intended to cater and recommend that the ceilings be 
enhanced to Rs.3200/- for the Army and Air Force and Rs.4000/- for the 
Navy. 

153.5 Non-Commissioned Officers promoted as JCOs arc entitled to a 
one-time allowance of Rs.250. The Armed Forces have suggested that the rate of 
this allowance be increased to Rs.2000. We find that the Fourth CPC had 
recommended a 25% enhancement of the allowance from Rs 200 to Rs.250 and 
had suggested extension of the allowance to NCOs of all the three services. Taking 
all relevant factors into account, we suggest that the existing rate of the 
allowance may be doubled to Rs.500. 

153.6 The existing rate of mufii allowance granted to recruits as an 
initial grant for purchase of civilian clothing is Rs. 100/-. Considering that it is a 
token grant to enable recruits to equip themselves with some items of personal 
clothing, we recommend that the rates of mufti allowance be increased to 
Rs.200/- 


UNIFORM ALLOWANCE - COMMISSIONED OFFICERS 


153.7 Officers in the Armed Forces, including Lady Medical 

Officers/Dental Officers and MNS Officers, are given an initial outfit allowance 
at the time of commissioning, as a grant-in-aid for meeting a portion of the cost of 
purchase of authorised uniforms and a renewal outfit allowance after completion 
of every seven years. The initial outfit allowance is placed at the disposal of the 
training academy for disbursal to officers on commissioning, after adjusting the 
value of items already issued by the Academy. While the Lady Medical 
Officers/Dental Officers are paid the allowance at the same rates as other service 
officers, Military Nursing Service Officers are entitled to lower rates since 
expenditure likely to be incurred by MNS Officers on their service kit is less. MNS 
Officers are entitled to a distinctive uniform allowance on transfer from one service 
to another, as also to a special allowance on appointment at Command and Army 
Headquarters. 

153 8 The existing rates of the initial and renewal outfit allowance for 

officers are Rs.3000/-for officers of the Army and Air Force and Rs.3500/- for 
Naval Officers MNS Officers are entitled to an initial and renewal outfit 
.allowance of Rs. 1000/-. Rates of distinctive uniform allowance and special 
allowance for MNS Officers are Rs. 100/* and Rs.600/- respectively. 

153.9 The Armed Forces have made two alternative proposals with 

regard to provision of uniforms for officers. The proposals are based on 
reimbursement of full cost of uniforms. The first alternative suggests extension of 
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pro\ ision of uniforms in kind 10 officers by allowing procurement of uniforms from 
the private sector and making the uniforms available at specified retail outlets from 
which service personnel may draw their requirements This would delink the 
supply of uniforms from the Ordnance Clothing Factory' in addition, a substantial 
one-time adhoc grant has also been asked for 

153 10 In their alternative proposal, the Armed Forces have suggested 

that the cost of the kit during training be borne by the Govt, and existing system 
of parents' contribution towards cost of personal clothing be discontinued For 
items issued during training, 50% of the cost of residual value during training be 
deducted from the initial outfit allowance The initial outfit allowance proposed is 
Rs 25,000/- for the Army and Air Force, Rs 2X,000/- for the Navy and Rs. 14,000/- 
for the MNS officers. Renewal outfit allowance at the rate of Rs. 10,500 for Army 
and Air Force, Rs. 12,000/- for the Navy and Rs.6,000/- for MNS Officers, to be 
paid in a cycle of 3 years against the existing cycle of seven years, has been 
proposed. 

. 153.11 We have considered the two alternative proposals made by the 

services and have come to the conclusion that it may not be feasible for the Govt, 
to take up provisioning of uniforms in kind to officers as the number of officers is 
loo small to generate enough competition in the trade and achieve viable rates. 
Besides, till such time that Ordnance Factories continue as dedicated departmental 
undertakings, there is an obligation on the Armed Forces to procure these items 
from them. 

153.12 As regards the demand for full reimbursement of cost of uniforms 
to officers, we feel that while there is an expected life span for each item of 
uniform, the need for replacement is dependent on actual wear and tear which in 
turn depends on nature of postings and consequent usage. The existing system 
therefore provides the officer the flexibility to replace only the required items while 
also ensuring careful use of uniform We also notice a great deal of variation in the 
expected life of uniform items suggested for officers vis-a-vis existing life for those 
items for PBOR Besides, even civilian employees though not in uniform incur 
some expenditure on clothes for office wear and if full cost of uniforms is 
reimbursed to service officers, it would be difficult to deny a similar benefit to 
civilian employees also. Keeping all these factors in mind, we recommend that 
the existing rates of uniform allowance for service officers (including MNS 
officers) be doubled. 

153.13 Regarding the expenditure incurred by parents on uniform items 
of cadets during training, since this is for items of personal clothing we do not 
recommend any change. No change is also recommended with regard to the 
existing position on reduction of cost of items issued during training from the 
initial outfit allowance. 

153.14 —- The Armed Forces have proposed enhancement of Distinctive 
Uniform Allowance for MNS Officers from Rs. 100/- to Rs.500/-., This allowance 
is presently admissible upto the rank of Major Extension of the allowance upto the 
rank of Brigadier has also been suggested in view of upgradation of ranks after 
cadre reviews. We recommend that the rates of the allowance be doubled and 
the allowance be extended to all officers of the MNS up to the rank of 
Brigadier when transferred from one service to another 
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153 15 As regards the special allowance payable to MNS Officers on 

appointment at Command and Army Headquarters, the Armed Forces have 
recommended discontinuance of the allowance as it was granted to meet the cost 
of winter uniform which has been now included as winter ceremonial uniform for 
all MNS Officers In view of this, we recommend that the special allowance for 
MNS Officers on appointment at Command and Army Headquarters be 
discontinued 


KIT MAINTENANCE ALLOWANCE 


15316 Kit Maintenance Allowance was sanctioned in 1950 at the rate of 

Rs.30/- per month to Armed Forces officers upto the rank of Brigadier, having 
regard to the fact that officers arc normally required to maintain these types of kit. 
namely, service kit, civilian kit and kit for ceremonial occasions. The rate was 
enhanced to Rs.40/- in 1967 and Rs.50/- in 1970. The existing rate of kit 
maintenance allowance, which is exempted from income lax, is Rs.50/- per month 
for MNS Officers and Rs. 100/- for all other Service officers. 

153.17 The Armed Forces have proposed enhancement of the kit 

maintenance allowance for officers to Rs.500/- per month and for MNS officers to 
Rs 250/-per month. 

153 18 We recommend that the rate of Kit Maintenance allowance 

for Armed Forces Officers (other than MNS) be increased to Rs.200/- per 
month and for MNS Officers to Rs. 100/- per month. 


PERSONAL MAINTENANCE ALLOWANCE 


153.19 In addition to uniform related allowance. Personnel Below Officer 
Rank in the Armed Forces arc also entitled to certain allowances granted for 
personal maintenance. These include hair cutting/ cleaning allowance, washing 
allowance, soap toilet allowance and clothing maintenance allowance. In addition 
a Rum and Cigarette Allowance is also admissible. 

153.20 Hair cutting allowance is granted to PBOR when services of a 
barber are not provided and during leave. For Sikh personnel a hair cleaning 
allowance at the same rale is granted The rate of this allowance was last revised 
from Rs.3/- per month to Rs.5/- per month on the recommendations of the Fourth 
CPC 

153 21 Where washing semces arc not provided in kind, PBOR in the 

Army and Air Force are granted washing allowance at thfc rate of Rs. 15/- per 
month 

153.22 In the Navy, since services arc not provided in kind, hair 

cutting/clcaning allowance and washing allowance arc paid at a composite rate of 
Rs 20/- per month to sailors when ashore and Rs.25/- per month when afloat. 
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153 23 Personnel Below Officer Rank in the Navy and Air Force arc 

entitled to one toilet soap (100 gm ) in kind per month I lowcvcr. Army personnel 
are paid an allowance of Rs X HO/- per month 

153 24 Prior to 10X5, free issue of rum was made to troops in all areas 

and cigarettes were issued in field and high altitude areas In 10X5, the free issue 
of mm and cigarettes was replaced by a cash allowance to wean them away from 
lire habit of smoking and drinking and protect them from the hazardous effects of 
alcohol and nicotine In 1002, Government look a decision that the rates of the 
allowance would not be enhanced further. The existing rales of the allowance arc: 


Areas Rum Cigarette 

_ (in 1 Rs. per month) 


1. Peace Areas 

13 25 


2. Field areas below 

3000 ft 

13.25 

18.80 

3. Field areas between 
3000-4999 ft. 

29 40 

IX 80 

4 Field areas between 

5000 -8999 ft 

35 30 

18 80 

5. High altitude areas 

58 80 

18 80 


153.25 The allowance is paid on monthly basis for the period a person is 

physically present in the above areas. 

153 26 As already brought out in para 153.2, an annual clothing 

maintenance allowance was sanctioned to PBOR in 1986 on introduction of terycot 
uniforms. The existing rates of the clothing maintenance allowance are Rs.50/- p a 
for the Army and t Air Force and Rs.75/- per annum for the Navy. 

153.27 The Armed Forces have suggested enhancement in the rates of 
Hair Cutting/CIcaning Allowance, Washing Allowance, Soap Toilet Allowance, 
Clothing Maintenance Allowance and Rum and Cigarette Allowances. They have 
also proposed clubbing together of these allowances to be paid at a monthly rate 
of Rs.200/-, roughly a four-fold enhancement. It has been suggested that the 
composite allowance may be renamed as ' Personal Maintenance Allowance' and 
the present practice of issue of toilet soap in kind to the Navy and Air Force may 
be discontinued. 

153.28 We have examined the existing rates and conditions of grant of 
these allowances. We find that Ministry of Defence have issued orders in March 
19% clubbing the hair cutting/cleaning allowance, washing allowance, soap toilet 
allowance and the clothing maintenance allowance and renaming it as Personal 
Maintenance (Hygiene) Allowance to be granted at a monthly rate of Rs 32/- where 
services arc not provided in kind 
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1 53 2 l ) While the Ministry of Defence have not clubbed the Rum and 

Cigarette Allowance in the Personal Maintenance Allowance, the Armed Forces 
proposal cm isages inclusion of tins allow ance also m the consolidation While we 
have no objection to clubbing of this allow ance, we arc not really convinced of the 
necessity to continue these two allowances It may not be possible to discontinue 
the mm allowance as it may lead to some resentment We arc, however, convinced 
that there is enough justification to discontinue the cigarette allowance altogether, 
in the light of medical findings on the confirmed damaging effects of nicotine. 

153 30 Keeping in view the Govt decision not to revise the allowance 

further and in accordance with our recommendation on discontinuing the cigarxA; 
allowance, we suggest the following rationalisation in the rates of 'Rum 
Allowance': 

1) Peace Areas - Rs.15 p.m. 

2) Field Areas below 3000 ft. - Rs.35 p.m. 

3) Field Areas between - Rs.50 p.m. 

3000 - 4999 ft. 

4) Field Areas between • Rs.55 p.m. 

5000 - 8999 ft. 

5) High Altitude Areas • Rs.80 p.m. 

153 31 As regards the other allowances, we feel that clubbing together of 

these allowances and granting these at a uniform rate for the three services would 
reduce paperwork We accordingly agree with the suggestion that the.allowance 
be renamed as 'Composite Personal Maintenance Allowance'. The individual 
and composite rates for peace areas where services arc not provided in kind may 
be fixed as under: 

Allowance 

1. Hair Cutting Allowance 

2. Washing Allowance 

3. Rum allowance 

4. Soap Toilet Allowance 

5. Clothing Maintenance Allowance 

Composite Personal Maintenance 
Allowance 

153.32 Where services are provided in kind and fpr the Rum Allowance 

component in field areas and in high altitude areas, the rates of the allowance may 
be adjusted suitably. With this rationalisation, the distinction between sailors 
afloat and ashore would also be done away with. 


Suggested Rates 

- Rs.lOp.m. 

- Rs.30 p.m. 

- Rs.15 p.m. 

- Rs.10 p.m. 

• Rs.10 p.m. 

- Rs.75 p.m. 
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SPECT ACLES ALLOWANCE 


153 33 Armed Forces personnel arc supplied wilh spectacles at public 

expense, provided the impairment of vision is attributable to service In addition, 
spectacles arc also supplied to PBOR provided that while serv ing in the Armed 
Forces their sight is so defective that it materially interferes wilh their efficiency 
and vision can be improved to render them efficient Ex-servicemen discharged 
due to ophthalmic disability arc also entitled to the facility The existing rates of 
reimbursement on account of purchase of spectacles arc: 


a) 

For spectacles with normal lenses 

- Rs 25/- 

b) 

For spectacles with bifocal lenses 

- Rs 49/- 

c) 

For repair of speclaclcs/framcs/ 

- Rs.l5/- 


replacement of lenses - actual 



expenses subject to a ceiling of 



153.34 The Armed Forces have suggested considerable enhancement in 

the reimbursement made on this account. We have considered the issue and agree 
that the present rates of reimbursement arc inadequate. We therefore recommend 
that the rates of spectacles allowances for normal lenses may be revised to 
Rs.65/- and for bifocal lenses to Rs.l 25/-. These rates would include amounts 
needed for repairs from lime to time and no separate allowance need be paid for 
repairs. The present procedure of reimbursement for repair on ease to ease basis 
may, therefore, be dispensed with. 


ACTING ALLOWANCE 


153.35 An acting allowance is admissible to Junior Commissioned 

Officers appointed in officers' vacancies arising as a result of shortage of officers 
but not caused due to the officer proceeding on leave, temporary duty or course of 
instruction. The allowance is admissible only so long as the JCO performs the 
duties of an officer and no consequential promotions/appointments arc made in 
place of JCOs appointed in lieu of officers 

I S3.36 The existing rate of acting allowance for holding appointments 

tenable by Captain and equivalent is Rs.l50/- per month and for holding 
appointments tenable by Majors and equivalent is Rs.200/- per month. These rates 
have been in force since 1986. Keeping in view the additional responsibilities 
discharged by JCOs while holding appointments of officers, we recommend that 
the existing rates may be doubled. 

153.37 Commissioned Officers who hold acting rank arc at present 

entitled to the rank pay of the officiating rank. Prior to the introduction of the 
integrated pay scale, if an acting rank was held for a continuous period of more 
than 21 days, the officer became entitled to the pay scale of the acting rank. Since 
we have separately recommended that service officers may be brought on to regular 
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scales of pay our recommendations m the chapter on Pay Structure of Officers as 
to how the pay for acting rank is to he regulated will apply 


FUNERAL ALLOWANCE 


153 38 The actual funeral expenses of Armed Forces personnel whose 

death occurs while on active field service or serving in a mission/post abroad is a 
charge against the state if the funeral is carried out by military' authorities When 
funeral is carried out by relatives or friends, or when death occurs in a peace 
station, granl-in-aid in the form of funeral allowance is paid The present rate of 
funeral allowance, which was last revised in 1993, is Rs.750/-. 

153.39 In eases where it becomes necessary to preserve dead bodies of 
Army personnel in a mortuary awaiting arrival of next of kin to take part in the 
funeral, mortuary charges incurred arc reimbursed upto a ceiling of Rs 35/- per day 
for a maximum period of three days 

153.40 The Armed Forces have proposed that rates of funeral allowance 
may be increased to Rs.4000/-and that of mortuary charges to Rs.100/- per day. 
It has been suggested that cost of coffins, transportation and embalming of bodies 
may be bomc by the Govt where dead bodies have to be transported to far flung 
areas of the country. Requirement of pre-audit of claims have also been urged to 
be dispensed with 

153 41 We have examined the proposals and find that there is full 

justification for the full cost of a funeral being reimbursed where death takes place 
while on active field service We, therefore, recommend that in all cases where 
death occurs while on active field service or serving in a mission/post abroad, 
the entire funeral expenses including cost of transportation, embalming and 
coffins may be a charge against the state, irrespective of whether the funeral is 
carried out by military authorities or relatives. When death occurs in peace 
areas, funeral allowance at a rate, of Rs.1000/- may be granted. We also 
recommend that in all eases mortuary charges may be reimbursed as per actuals 
w ithout any ceiling. As regards procedure for payment, it is recommended that 
requirement of pre-audit of claims may be dispensed with and the Commanding 
Officer may make advance payment on the spot 


CONSERVANCY AND WATER CARRIER ALLOWANCE 


153.42 Where Junior Commissioned Officers (JCOs) and Other Ranks 

(ORs) of the Armed Forces are entitled to quarters, they are also allowed free 
conservancy which includes provision of services of sweeper and water carrier. 
Where these services cannot be provided in kind, an allowance in lieu is granted 
The element of water carrier is not admissible if piped water supply exists in 
quarters where personnel arc living. The allowance is fixed by the station 
commander after ascertaining the rate at which such services arc obtained by 
civilians of equivalent status subject to maximum rates being fixed by the Govt 
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153.43 The Armed Forces have staled that due to piped water supply 
being available in almost all areas, water carrier allowance is no longer relevant 
They have suggested renaming of the allowance as conservancy allowance and 
revision of its rate to Rs.75/- p.m for all PBOR against the existing rates of 
Rs 20/- p.m. for JCOs and Rs. i 5/-pcr month for Other Ranks. 

153.44 In view of the position brought out by Armed Forces, we agree 
that water earner allowance may be discontinued. With regard to enhancement of 
conservancy allowance, our approach is that in municipal areas conservancy 
services arc looked after by the municipality and in cantonments they should be 
looked after by the Cantonment Boards. In view of this and since we have 
separately recommended considerable enhancement of accommodation related 
compensation, we do not sec justification for the continuance of a separate 
conservancy allowance. We, therefore, recommend that the existing Conservancy 
and Water Carrier Allowance may be discontinued. 


NEW ALLOWANCES 


153.45 The Armed Forces have separately recommended introduction of 

a camp kit maintenance allowance for officers. We have gone into the matter but 
find ourselves unable to agree the proposal. 
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INTRODUCTION 


154 1 The rules governing travel entitlements of Armed Forces 

personnel arc by and large similar to those applicable to civilian personnel 
However, the entitlements for class of travel are based on rank unlike civilian 
employees where the pay drawn determines the class of travel While on temporary 
duty, variations in the entitlements exist mainly in the grant of daily allowance, 
such allowance for service personnel being restricted by the nature of duty 
depending on whether free board and lodging is provided. For permanent duty 
moves, unlike civilians, the entitlements make a distinction between single 
personnel and married personnel, and PBOR are entitled to a cash allowance 
instead of the transfer grant admissible to civilians. 


CLASS OF TRAVEL 


154.2 The existing entitlement of Armed Forces Personnel for class of 

travel for both temporary duty moves and permanent duty moves is as follows: 


Rank 

By Rail 

By Air 

Ll Generals 
& above 

1st Class AC 

Executive Class 

Col to Maj Gen. 

1st Class AC 

Economy class 

2nd Lieut, to Lt 
Colonel. 

AC 2 tier 

- 

JCOs 

1st Class/AC Chair Car 

ORs 

llnd Class Sleeper 

• 
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Travel on first 
appointment and 
by road 


Other 

Suggestions 


Our 

recommendations 


154.3 The Armed Forces have suggested that entitlement to class of 

travel for both service and civilian personnel should be determined on the basis of 
basic pay. Upgradalions in class of rail travel for NCOs, JCOs and other ranks 
have been suggested For JCOs and above entitlement has ben sought to travel by 
air in India 

154 4 We have examined the issue in the context of the existing position 

and the proposed revisions for civilian employees, who arc also being brought on 
to a level wise classification for purpose of travel entitlement. Keeping in view our 
recommendations for Civilian employees we recommend the following revised 
entitlement for Armed Forces personnel. 


Lt. Genl 
and above 

Air (J) Class in domestic flights & 1 st 

Class in international flights/AC I Class train 

Col. to 

Maj. Gen. 

Air economy (Y) class 
in case of domestic flights and business/ 
club class in case of foreign flights/AC I 
class train 

2nd Lt. 
to Lt.Col. 

Air economy Class/AC 11 Tier train 

JCOs 

AC II Tier train 

ORs 

Ilnd Class Sleepei 

NcsE 

Ilnd Class Sleeper 

154.5 Consequent to upgradation in class of travel of JCOs by rail, we 

suggest that entitlement of service officers on first appointment may also be 
upgraded from 1st class to AC-II tier. No air travel may however be authorised. 
With regard to travel by road, our recommendations made for civilian employees 
will apply. 

154.6 

Other suggestions made by Armed Forces relate to grant of 


permission of travel by air on flights operated by private airlines and not Indian 
Airlines alone, delegation of powers for authorising air travel to non-entitled 
personnel to Vice Chiefs and GOC-in-C and equivalent and extension of provisions 
for use of railway saloons to Naval andV Air Force counterparts of Army 
Commanders while on duty within their commands. 

154.7 We have considered each of these suggestions and are of the 

view that the decision regarding travel by private airlines may be left to the 
Government. As regards delegation of powers, in view of the liberalisation 
recommended in the rules with regard to air travel, the present provisions may 
continue. We also do not find justification to extend the use of railway saloons to 
Naval and Air Force counterparts of Army Commanders 
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Introduction 


Existing 

entitlement 


PERMANENT TRANSFER ENTITLEMENTS 


154 8 Permanent transfer entitlements of Armed Forces Officers who arc 

married arc the same as those for civilian personnel. For officers who do not 
possess a family, while the transfer grant is paid at the same rates as admissible to 
married officers, the packing allowance and baggage entitlement arc one-third of 
tiic entitlement of married personnel. PBOR arc entitled to conveyance of self and 
of baggage on warrant. Conveyance of family and baggage at married rates is 
determined by whether or not the soldier is on the authorised married 
establishment Instead of the transfer grant, a cash allowance is paid to PBOR 
provided they arc on the authorised married establishment 

154 9 The existing rates of transfer grant/cash allowance, packing 

allowance and entitlement to transport baggage are as follows : 

TABLE: ENTITLEMENTS OF OFFICERS ON PERMANENT TRANSFER 


CATEGORY 

Tranfer 

Packing 

Baggage 


Grant 

Allowance 

Allowance 


(Rs.) 

(Rs.) 

(Kgs.) 

A Officers having pay 




ofRs.5100/- and above 




i) Having family 

4000 

1500 

6000 kgs 

ii) Not possessing family 

4000 

500 

2000 kgs 

B. Officers drawing pay 




between Rs 2800-5099including 



Honv Commissioned Officers 



l) Possessing family 

3000 

1200 

6000 kgs. 

ii) Not possessing family 

3000 

400 

2000 kgs. 

C. Officers having pay 




of less than Rs. 2800/-p.m 




i) Possessing family 

1500 

900 

3000 kgs 

ii) Not possessing family 

1500 

300 

1000 kgs 

iii) Midshipman of the Navy 

1000 

300 

1000 kgs 


TABLE : ENTITLEMENTS OF PBOR ON PERMANENT TRANSFER 


CATEGORY 

Cash 

Allowance 

(in Rs.) 

Baggage 
Entitlement 
Married Single 
(in kgs) 

Packing 

Allowance 

Married Single 
(in Rs.) 

I) JCOs 

300 

3000 

500 

900 

150 

ii) NCOs 

225 

1500 

250 

600 

100 

iii) Ors 

200 

1000 

250 

450 

100 
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154.10 The Armed Forces have proposed that the existing flat rates of 

transfer grant be changed to one month's basic pay for married personnel and half 
month’s basic pay for single personnel It has been demanded that cash allowance 
admissible to PBOR be also replaced by transfer grant. Packing allowance has 
been suggested to be revised to 50% and 25% of basic pay for married and single 
personnel respectively. As regards baggage entitlement, the following 
modifications have been suggested. 

1. Personnel entitled to move by air may be made entitled to transfer baggage 
by air, the reimbursement being limited to entitlement by rail+80% 
thereof 

2. Baggage entitlement for transportation by road be increased to rail 
entitlement + 40% thereof. 

3. Baggage entitlement for course of instruction uplo 180 days be revised 
from the existing raliway free allowance and additional 20 kgs. available 
to Officers. 

(1) Officers - 150 Kgs. + two wheeler 

(ii) JCOs/ORs - 100 Kgs. + two wheeler 

4. Baggage entitlement to and from field areas be revised to 150 Kgs. for 
officers and 100 Kgs. for PBOR. 

154.1 i We have in our chapter on Travelling Allowance for civilian 

employees recommended a composite transfer grant of one month's basic pay 
subsuming the existing transfer grant and packing allowance. The Armed Forces 
in their proposals have not recommended any change in the basic distinction in 
travel entitlements between married and single personnel. Keeping in view the 
existing relationship between rates of transfer grant and packing allowance for 
married and jingle personnel and considering the decision made for civilian 
employees, we recommend the following "composite transfer grant" for 
officers of the Armed Forces:- 

Married Single 

Officers 1 months's basic pay 80% of basic pay for a month. 

154.12 The issue of converting the cash allowance for PBOR into a 

transfer grant was considered by earlier Pay Commissions also. The Third CPC had 
expressed the view that it was not desirable to apply civil TA/DA provisions to 
PBOR regardless of differences in conditions of service. Besides, pay scale? had 
been prescribed by them taking into account the frequent changes of station. The 
Fourth CPC suggested that Government may go into the issue taking into account 
the conditions under which PBOR move on transfer. We have examined the issue 
and find that PBOR have been made entitled to journey DA on transfer and are 
entitled to transfer baggage on free railway warrants. Free accommodation and 
rations are also provided on joining the new duty station. Considering all these 
factors, provision of transfer grant at civilian rates to PBOR may not be justified. 
In view of the free accommodation and transport provided at government expense 
and keeping in view the relativity the cash allowance bears with pay, we 
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recommend (he following 'composite transfer grant’ for PBOR 


Transfers within 
same station 


Baggage^ 

Entitlements 


I*re sen C Position 


Service Proposals 


Married Single 

JCO/OK 50% of basic pay 25% of basic pay 

Wc however recommend no change with regard to the applicability conditions 

154.13 For transfers within the same station where a change ol residence 
in ncscssilatcd solely on account of the transfer we have recommended a 
Composite Transfer Grant’ equal to one third of monthly basic pay to be paid in 
the ease of civilian employees . While applying it to Armed Forces personnel, we 
recommend that for transfers within the same station one third of the entitled 
composite rate as proposed by us in para 154.11 may be paid. 

154.14 With regard to baggage entitlements, as for civilian employees, 
wc recommend that full reimbursement of actual expenditure in case of 
transport of personal effects by road may be made Wc arc, however not in 
favour of transportation of baggage by air No change in the existing position on 
transportation of baggage for undergoing courses of instruction is suggested 
However, baggage entitlement to and from field areas may be revised 

as under: 



Existing 

Proposed 

Officers 

65 Kgs. 

100 Kgs. 

JCOs 

28 Kgs. 

50 Kgs. 

ORs 

12 Kgs. 

25 Kgs. 


The total quantity of baggage tranported including baggage transported by the 
family may. however, not exceed the maximum entitlement of the personnel. 


DAILY ALLOWANCE 


154.15 At present rates of daily allowance applicable to civilian 
employees also apply to Armed Forces personnel No daily allow ance is however, 
admissible to personnel who arc provided food and accommodation at Government 
expense in field service concessional areas. In other areas, PBOR on temporary 
duty are paid 25% of daily allowance if provided with free board and lodging and 
50% of DA + Ration money when not provided with free board and lodging 

154.16 The Services proposals with regard to daily allowance include: 

payment of hotel tariff where mess accomodation is not available 

payment of daily allowance for 21 days at these rates to officers reporting 
on permanent transfer 

payment of DA at half rates to personnel proceeding on temporary duty to 
Naval ships 
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payment of DA for training camps/'cxcrciscs including those at sea 


Our 

recommendations 


Hotel 

Accomodation 


Other 

Suggestions 


General 


Conveyance of 
patients 


154.17 We have considered these suggestions and keeping in view the 

existing parity in rates of daily allowance admissible to civilian and Armed Forces 
personnel, we recommend that rates of daily allowance recommended by us 
for civilians may apply to service personnel also. The following 
categorisation of personnel for purposes of Daily Allowance is suggested 


1) Top Executives and 
Senior Executives 

2) Executives 

3) Supervisory Staff 

4) Supporting Staff 

5) Auxilary Staff 


Majors General 
and above 

Ilnd Lieutenants to Brigadiers and 
equivalent 

JCOs and equivalent 
NGOs, ORs and equivalent 
Non-combatants (enrolled) 


154 .18 As far as provision of hotel accmmodation is concerned, in our 

estimation requirement of hotel stay for PBOR will be minimal in view of adequate 
facilities for accommodation already available. While the authorisation may be 
the same a,s for civilians, for Service Officers also hotel stay should be resorted 
to in extreme cases as availablity of mess accomodation in Armed Forces is 
generally better than guest house availability for civilians. While permitting hotel 
stay, it may also be ensured that mess accommodation in any mess in the station 
is not kept vacant. 

154 19 Regarding other demands made on daily allowance, we do not 

recommend grant of daily allowance on posting to a station in view of the 
introduction of composite transfer grant which in our opinion would give adequate 
compensation. We also feel that the restriction of daily allowance where facilities 
are provided for board or lodging is sound in principle and, therefore, do not 
recommend any change in the position with regard to daily allowance admissible 
for temporary duties on naval ships and while on training camps/exercises. 


MISCELLANEOUS PROVISIONS 


154.20 The Armed Forces have made certain proposals with regard to 
other travel related provisions. We have discussed each of the proposals in the 
succeeding paragraphs. 

154.21 It has been suggested that existing provisions available to families 
of PBOR whereby free conveyance is admissible to patients transferred from one 
service hospital to another and back in case of emergency may also be extended to 
Service Officers. Considering that civilians are also entitled to travelling allowance 
in similar circumstances, we are of the view that extension of these provisions 
to Service Officers under the same conditions is justified and recommend 
accordingly. 
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Other Provisions 


Daily A Ilowance 
for Civilian 
Candidates 


154 22 For conveyance of dead bodies, it has been suggested that free 

conveyance of deceased personnel from place of death to place of funeral be 
authorised and all other travelling expenses as admissible on retirement be granted 
We have, under our reoemmendations on Funeral Allowance, outlined the 
responsibility of the State where death takes place while on active field service. 
For death in other circumstances, the existing provisions are adequate and no 
change is therefore suggested. We also find ourselves unable to agree with the 
suggestion made with regard to conveyance of relatives of service personnel, placed 
on dangerously ill list or for attending funerals of deceased service personnel, as 
the existing provisions arc quite reasonable. 

154.23 Some suggestions have also been made by the Armed Forces for 
provision of travel of wives of Colonel Commandants and equivalent. Army 
Commanders and equivalent and travel of wives by Service aircraft. We are unable 
to accede to these proposals in view of possible repercussions on other employees. 

154.24 Civilian candidates called for interview for grant c>f commission 
in Armed Forces are normally lodged and boarded at Government expense. Daily 
allowance is admissible for halts at Rs. 15 per day in metroplotian cities and Rs. 
10 per day in other cities, if board and lodging are not provided. It has been 
suggested that rates of Daily Allowance for these candidates should be brought at 
par with those applicable to Group C personnel. Since these candidates are not 
government employees, we are not convinced of such a substantial increase in the 
rates. We suggest that as far as possible for such candidates arrangements should 
be made for free board and lodging. However, we recommend an increase in the 
rates of daily allowance to Rs. 30 per day in metropolitan cities and Rs. 20/- 
per day in other cities for those not provided with such facilities. 
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INTRODUCTION 


155.1 The existing schemes of Leave Travel Concession (LTC) for 

Armed Forces personnel differ from schemes available for civilian employees. In 
view of the military role and the separation from family inherent in a military 
career, provisions relating to leave travel concession are more liberal than the 
corresponding provisions on the civil side. 


SCHEME FOR OFFICERS 


155.2 A Service Officer proceeding on annual/casual leave is eligible to 
travel on free railway warrant along with his family, by the main route to and from 
the nearest railway station to his home town once in two years. 

155.3 Apart from concession for travel to hometown to Service Officers 
and their families being allowed, once in each calendar year, free conveyance to and 
from the place where they intend to spend their casual/annual leave subject to the 
journey not exceeding 1450 kms in each direction is also given. For Officers 
posted to field areas or non family stations, LTC is admissible to the family from 
the station at which they are residing to leave station of the officer. 

155.4 Army Air Observation Post Pilots, Air Force and Navy aircrew 
personnel and pilots on flying duties as well as submarine personnel are entitled to 
a free journey once every year upto a total journey of 1600 kms. for onwards and 
return journey (both inclusive) in the appropriate class. This is in addition to other 
leave travel concessions. 

155.5 Service Officers when travelling on leave at their own expense are 
allowed on production of form 'D' to travel by entitled class or lower class on 
payment of 60% of the fare of the class travelled. The total number of' D’ Forms 
to the officer, his wife and dependent children for travel to any station is restricted 
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LTC Scheme for 
PBOR 


Class of Travel 


Restrictions 


to six one-way journey forms in a calendar year. For MNS Officers similar 
concession available on Form G' is equivalent to 50% of the fare. 


SCHEME FOR PBOR 


155.6 For personnel below officer rank in the Armed Forces, the 

following scheme cxists - 

(i) PBOR when proceeding on annual/casual leave are granted free 
conveyance on warrant to home station and back once in a year. When the 
family travels with him, the expenditure incurred by the individual on a 
concession voucher is reimbursed to him. 

(ii) Once every alternate year, the PBOR has the option to travel with or 
without his family to a leave station other than home station instead of his 
journey to his home station. On the individual exercising this option, he 
is reimbursed the expenditure incurred on concession voucher for outward 
and return journeys, subject to a distance of 1450 kms each way. 

(iii) Service Personnel Below Officer Rank when travelling on leave at own 
expense are allowed to travel in the entitled or lower class on payment of 
50% fare of class in which they actually travelled. This concession is also 
available to families. 


TRAVEL ENTITLEMENT 


155.7 The class of travel and mode of conveyance entitled while availing 

themselves of Leave Travel Concession is as follows. 


Rank/P av 

Class of Travel 

All Service Officers including 

MNS Offficers, Midshipmen and 
Honorary Commissioned Officers. 

AC 2 Tier 
Sleeper/1st class 
by rail 

JCOs and equivalent 

1st Class/AC 
Chair Car by rail 

NCOs, ORs and Non Combatants 
(enrolled) 

Ilnd Class 
Sleeper by rail 


155.8 Leave Travel Concession is not admissible for journeys by private 

car or bus, van or other vehicles owned or operated on charter by private operators. 
Travel by private buses operating a regular service from point to point at regular 
intervals on fixed fare rates, with the approval of Regional Transport 
Authority/State Govt, concerned, is admissible. However, reimbursement 
authorised in such cases is limited to cost of railway warrant. 


: 1964: 





Armed Forces 
Proposals 


Recommendation 
$ made by Earlier 
Pay Commissions 


Our 

recommendations 


Other Proposals 


Changes in Class 
of Travel 


SERVICES' PROPOSALS 


155.9 The Armed Forces have suggested that the class of entitlement for 

travel by rail should be the same class as entitled for moves on duty. With regard 
to the concessions themselves, two alternative proposals have been made. The first 
envisages replacement of the existing leave travel concession scheme by an annual 
leave travel allowance to be introduced initially for service officers and extended 
gradually to PBOR. In case the first option is not considered acceptable, it has 
been suggested that the existing scheme be modified with a view to abolishing the 
concept of home town, granting free conveyance on leave to any station in India 
subject to a maximum of 2500 kms. each way and permitting use of private cars. 
Ceiling for dependency of parents has been sought to be revised to R.s.5000 per 
month against the existing Rs.500 per month. Removal of restriction on number 
of D’ Forms and reduction of liability on ‘D’ Forms to 50% and.concession 
vouchers to 10% has also been suggested. It has been recommended that present 
provisions for additional free conveyance to aviation/submarinc personnel may 
continue and be extended to all those in field areas/afloat and to special forces. 


SUGGESTIONS ON LEAVE TRAVEL CONCESSIONS 


155.10 While examining, the issue, we found that the Third CPC had 
recommended continuance of the special privileges available to service personnel 
with regard to travel concessions. For officers they suggested removal of kilometre 
restrictions on travel to hometown. A limit on number of 'D 1 forms was, however, 
suggested for introduction. For PBOR, the Third CPC suggested free travel to 
home-town once a year and in alternate years an option to travel to any other 
station was introduced subject to certain limits. The Fourth CPC while considering 
the issue recommended raising of the limit of free conveyance for PBOR from 965 
to 1450 kms. and extension of the facility of free conveyance to selected leave 
stations to families even when not residing with the serviceman. 

155.11 We have considered the various suggestions made by the Armed 
Forces regarding leave travel concessions and do not recommend replacement 
of the existing scheme by an annual leave travel allowance in view of the 
considerable financial implications involved. However, in our chapter on 
Leave Entitlements of Armed Forces personnel we have already outlined the 
limited scheme of encashment of leave to be permitted concurrent with 
availing of LTC. This will be applicable to the Armed Forces personnel also. 

155.12 Regarding the other proposals made on Leave Travel Concession, 
we consider that the existing special privileges available to Service personnel are 
adequate and do not require any change. The additional^benefits available to 
aviation and submarine personnel are also recommended to be continued in the 
present manner. We suggest that ceiling for dependency of parents for coverage 
under leave travel concessions may be enhanced to Rs. 1500 per month. 

155.13 With regard to entitlement to class of travel by rail, in keeping 
with recommendations made for civilians, we agree with the suggestion that the 
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class of travel by rail for temporary duty journeys may be the entitled class 
for travel on leave travel concession. It is further recommended that officers 
of the rank of Major General and equivalent and above may be allowed to 
travel by air while availing leave travel concession. 
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INTRODUCTION 


156.1 The scheme of Gallantry awards for Armed Forces Personnel can 

be broadly divided into two categories: Pre-Independence Gallantry Awards and 
Post-Independence Gallantry Awards. The Pre-Independence Gallantry Awards 
include Indian Order of Merit, Military Cross, Conspicuous Gallantry Medal etc. 
After Independence, different series of Gallantry Awards were introduced. The Vir 
Chakra series of awards are given for acts of conspicuous bravery/gallantry in the 
presence of the enemy and the Ashok Chakra series for bravery other than in the 
face of the enemy. These awards carry a monetary allowance with them which is 
payable for two lives. Besides these awards, there are certain awards like Sena 
Medal, Mention-in Despatches and Commendation Cards which are given both for 
acts of gallantry and distinguished service. In addition, for distinguished service 
of an exceptional or high order, awards like Param Vishisht Sswa Medal, Ati 
Vishisht Sewa Medal and Vishist Sewa Medal are granted. No monetary' allowance 
is attached to these awards. 


EXISTING POSITION 


156.2 The existing rates of the allowance attached to Pre-Independence 

and Post-Independence Awards are as follows 


Pre-Independence Post-Independence 

Gallantry Awards Rs.p.m Gallantry Awards Rs.p.m 


Indian Order of merit 

175 

Param Vir Chakra 

350 

Indian Order of Merit C I 

150 

Ashok Chakra 

325 
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Revision 


Proposed Rates 


Pre- 

Independence 
A wards 


Post- 

Independence 
A wards 


Indian Order of Merit C .11 

100 

Mahavir Chakra 

275 

Distinguished Service Cross 

100 

Kirti Chakra 

250 

Military Cross 

100 

Vir Chakra 

200 

Distinguished Flying Cross 

100 

Shaurya Chakra 

175 

Conspicuous Gallantry Medal 

100 



Military Medal 

45 



Indian Distinguished 

Service Medal 

35 



Distinguished Flying Medal 

25 




156 3 The rates of these monetary allowances are revised by the 

Government from time to time. 


ARMED FORCES PROPOSAL 


156.4 It has been suggested by the Armed Forces that the rates of the 

monetary allowances for Pre-Independence and Post-Independence Gallantry 
Awards may be enhanced considerably, with Param Vir Chakra proposed at Rs. 
2000 per month and Indian Order of Merit at Rs. 1000 per month. The proposal 
has been made keeping in view the conspicuous bravery displayed by the recipients 
as also the fact that most of the awards are given posthumously. 


OUR RECOMMENDATIONS 


156.5 We have considered the existing position of the allowances and 
find that the rates relating to Pre-Independence Gallantry Awards have been revised 
recently in 1994, consequent to the recommendations made by the Committee on 
Remainder Problems of Ex-servicemen set up in 1992. We, therefore, do not 
recommend any change in the monetary allowances attached to these awards. 

156.6 While the rates of Post-Independence Gallantry Awards were also 
similarly revised in 1995, we feel that the existing rates of the monetary allowance 
are not commensurate with the level of valour and self-sacrifice involved. Here, we 
would specifically like to mention the Param Vir Chakra Much is awarded for the 
most conspicuous act of gallantry in the face of the enemy and is the highest 
military' decoration in the country. We feel that the allowance attached to this 
award is inadequate and suggest that the monetary allowance attached to 
Param Vir Chakra be enhanced to Rs. 1500 per month. For other awards, 
the following upward revision is recommended : 
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Ashok Chakra 
Maha Vir Chakra 
Kirti Chakra 
Vir Chakra 
Shaurya Chakra 


Rs. 450 per month 
Rs. 400 per month 
Rs. 350 per month 
Rs. 300 per month 
Rs. 250 per month 


Other Awards 156.7 It has also been suggested that Sena Medals and Mention-in- 

Dcspatchcs should be included for grant of monetary allowances. We arc unable 
to agree with this suggestion, as Sena Medal and Mcntion-in-Dcspatchcs arc 
awarded both for gallantry and distinguished service, and having a monetary 
allowance for only some of the people would, in our opinion, not be appropriate. 
Besides, in other uniformed services also, there are decorations not accompanied 
by monetary awards and any change here would generate a spate of demands 
elsewhere. 
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INTRODUCTION 


157 1 The conditions of service of the Armed Forces personnel broadly 

refer to the various entitlements and requirements that go with a career in the 
Armed Forces. While the entitlements are in the form of free rations, free or 
subsidised accommodation, liberal leave and travel entitlements, better medical 
facilities etc., the distinctive requirements of the services account for their pattern 
of recruitment, educational standards, rank structure, system of promotions and 
appointments, age of retirement, etc. 

157.2 The Third and Fourth CPCs, while reviewing the structure of 
emoluments and terminal benefits of the Armed Forces, had formulated their 
proposals based on the existing conditions of service. The conditions of service 
have in the past been reviewed by the Government. It is for the first time that we 
have been mandated to examine the conditions of service per se. 

157.3 While examining the conditions of service of the Armed Forces 
personnel, we have given particular attention to the issues on which we have 
received suggestions either from the Armed Forces or from the Ministry of 
Defence. While some of the issues proposed for consideration have been dealt with 
in other chapters, in this chapter, we have first discussed certain issues which are 
common to officers and Personnel Below Officer Rank (PBOR) and then issue' 
specific to officers and PBOR. 
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RATIONS 


157.4 Free rations arc provided to all officers and PBOR of the three 
services both in peace and field areas. Though officers of the three serv ices have 
a common scale of rations, there is difference in the scale and net calorific value of 
rations between the Army PBOR and PBOR in the Navy and Aii Force. While the 
ration scales are same for both peace and field areas, a higher scale of rations exists 
for high altitude areas. Ration allowance in lieu of rations is also permissible to 
officers and PBOR When it is not possible or economical for the Government to 
supply rations or where the serviceman lives beyond 3.2 kms from the unit, ration 
allowance is given at payment issue rates. In other areas, when ration allowance 
is granted at the request of the Serviceman, it is given at free issue rates. Payment 
issue rates include an element of departmental charges incurred by the Government 
in procuring and storing rations. 

157.5 The Armed Forces have suggested a common scale of rations for 
PBOR of the three services. To consider the matter we commissioned the National 
Institute of Nutrition (NIN), Hyderabad to study the existing ration scales for the 
Armed Forces personnel and suggest rationalisation measures. The NIN could not 
get all the data required by it. It primarily relied on the data provided by the 
Defence Institute of Physiology and Allied Sciences (DIPAS) and also could not 
undertake field trials to support its hypotheses and recommendations. The 
NIN have only suggested certain minor changes in the existing scales of rations. 
They have not endorsed the Armed Forces' sugestion for a common scale of rations 
for PBOR of the three services. 

157.6 We have considered the Armed Forces' proposals for a common 
scale of rations for PBOR of the three services in the light of the suggestions made 
by the NIN. We are of the view that any change in the ration scales of PBOR 
of Navy and Air Force to bring them at par with that of the Army PBOR 
must be backed by scientific study of their physical activity and the calorific 
requirements. We recommend that a detailed scientific study in this regard should 
be carried out. Meanwhile, the existing arrangements may continue. As regards the 
changes and adjustments suggested by the NIN in the existing ration scales, we 
suggest that these may be looked into by the Ministry. 

157.7 We have considered the existing system of grant of rations in kind 
to officers and PBOR in both field and peace^areas in the light of the complaints 
regarding the quality of rations supplied and instances of officers not utilising 
rations due to their poor quality. We have also studied the present distribution 
pattern of. rations in kind. We recommend that while the existing system ol 
grant of rations in kind to PBOR in both peace and field areas and to officer: 
in field areas may continue, officers in peace stations may be granted ration 
allowance at free issue rates, in lieu of the existing system of rations in kind. 
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This will not only lend more flexibility in the consumption pattern of officers but 
also will lead to savings in terms of the cost of procurement and transportation. 


Existing position 


Armed Forces' 
Suggestions 


Our 

recomm end a ti ons 


Our 

recommendations 


157 8 We find thal there arc two rates of ration allowance granted in I icu 

of rations in kind - one at normal (free issue) rates and the other at special 
(payment issue) rales. We have considered the circumstances under which ration 
allowance is granted at payment issue rates and we find that they do not warrant a 
special dispensation Accordingly, we recommend that the special rate of 
ration allowance may be dispensed with and ration allowance be granted at 
normal rates i.e. the free issue rates. 


HOUSE BUILDING ADVANCE 


157.9 The amount of House Building Advance (HB A) admissible to the 
defence personnel is 50 times of basic pay subject to a maximum of Rs.70,000, 
while for civilians it is 50 times of basic pay subject to a maximum of Rs.2,50,000. 
The lower amount of HBA for the defence personnel is on account of the fact that 
unlike the Group Insurance Funds of the Civilians which are placed at the disposal 
of the Government for financing HBA, the Armed Forces’ Group Insurance funds 
arc managed by the Services themselves. 

157.10 The Armed Forces have suggested that the quantum of HBA in 
their case may be enhanced to a maximum of Rs.7.5 lakh and the rate of interest 
on HBA should not exceed the savings bank rate. They have also stressed the need 
for higher budgetary allocation to adequately meet the HBA claims. 

157.11 We have recommended in another chapter that the quantum of 
HBA for civilians be raised to a maximum of Rs.7.5 lakh and that the grant of 
HBA should be delinked from the availability of Group Insurance Funds for 
financing HBA. As an enabling measure, we have recommended that there should 
be a Housing Fund to be partly financed by the Government employees. In view 
of these suggestions, we recommend that the quantum of HBA for the Armed 
Forces personnel should be the same as for Civilians and that the Armed 
Forces personnel should also contribute to the proposed Housing fund. 


CONVEYANCE ADVANCE 


157.12 Conveyance Advances, which include Motor Car Advance, Two 

Wheeler Advance and Bi-cycle Advance, are admissible to the Armed Forces 
personnel at the same rates and with the same eligibility criteria as for civilians. 
While formulating our general recommendations on Conveyance advances, we have 
considered the Armed Forces suggestions. Our general recommendations on 
conveyance advance for civilians will equally apply to the Armed Forces 
personnel. 


EXEMPTION FROM INCOME TAX 
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157.13 At present, certain allowances admissible to the Armed Forces 
personnel, such as ration allowance, entertainment allowance, Kit Maintenance 
allowance. Gallantry Awards, Field Service Concessions etc. arc exempt from 
Income Tax. 

157.14 The Armed Forces have suggested that all such elements of pay 
and allowances which arc special or peculiar to the Services and are provided in the 
form of compensation should be exempt from income tax. They have also added 
that all income which accrues to pensioners from any kind of pension should be 
fully exempt from income tax. 


157.15 We have recommended elsewhere that all allowances of 

Central Government employees and pensions of retired Central Government 
employees should be paid net of taxes. These recommendations will apply to 
the Armed Forces personnel as well. 
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AUTHORISATION OF RESIDENTIAL TELEPHONES 


157.16 Residential Telephones are authorised to Service Officers of the 
rank of Colonel and equivalent and above and STD facility on residential phones 
to Major General and equivalent and above. This is as per the relevant 
Government orders which restrict the provision of residential telephones, on the 
civil side, to Deputy Secretary and above and of STD facility on residential phones 
to Joint Secretary above. 

157.17 The Armed Forces have suggested that as a consideration to the 
special service requirements, residential telephones be provided to the rank of 
Captain and equivalent and above and key JCO ( and equivalent) appointments. 
They have also added that STD facility on residential telephones should also be 
extended to Brigadier and equivalent. .Enhancement of the quantum of free calls 
on residential telephones has also been proposed. 

157.18 We have recommended in another Chapter that residential 
telephones be provided to all officers of the rank of Under Secretary and above, 
without any change in the existing authorization of STD facility on residential 
telephones. On that analogy, we recommend that residential telephones may 
be provided to Service Officers of the rank of Lt. Colonel/ equivalent and 
above, without any change in the present authorization of STD facility on 
residential telephones. Our recommendations on the quantum of free calls on 
residential telephones and provision of cellular phones for civilians will 
equally apply to Service Officers on the basis of existing relativities. 
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ACE OF RETIREMENT OF SERVICE OFFICERS 


157.19 The Armed Forces have suggested an increase in the existing ages 
of retirement of Service Officers of the Army, Navy' and Air Force by two years 
across die board, in view of the demand for increase in age of retirement in the civil 
side. 

157.20 We understand that the present ages of retirement for officers of 
the three services have been determined on the basis of physical strain involved in 
each rank and the overall need to keep the Services fighting fit. Any general 
increase in the ages of retirement of Service Officers will certainly tell upon the 
combat effectiveness of the Services. The 19th Estimates Committee of Lok Sabha 
in their report expressed serious concern over the increase in the general age of 
Battalion Commanders in the context of the performance of certain Army Units 
during the 1PKF operations. The immediate effects of the proposed enhancement 
in the ages of retirement would be on the dynamics of cadre management of the 
Services. It would not only have the impact of holding up promotions for at least 
two years, thereby resulting in a higher age profile at various ranks, but would also 
run counter to the underlying norm of a command-oriented system that superseded 
officers should not be retained in the system for unduly long periods. 

157.21 In view of these considerations, we do not recommend any 
general increase in the ages of retirement for Service Officers. However, since 
we have recommended an increase of two years in the general age of retirement for 
civilians, we recommend an additional weightage of two years in qualifying 
service for determining the pension entitlement of officers of the three 
services. We are, however, recommending, in the succeeding paragraphs, 
rationalisation in ages of retirement of officers of certain Arms and Services. 


RATIONALISATION OF AGES OF RETIREMENT OF SERVICE 
OFFICERS IN THE JAG BRANCH 


157.22 Judge Advocate General's (JAG) Branch is the judicial wing of the 
Army. Officers of this branch act as advisors to the Army commander on miiitary 
and law matters, besides sitting as Judge Advocate on court martial duties. The 
minimum eligibility criteria for induction into the branch is a degree in law. 

157.23 We have been informed that the present ages of retirement for 
officers of the JAG branch neither give due weightage to the time taken for 
acquiring the requisite qualification and the resultant late entry nor do they ensure 
reasonable utilisation of the experience gained by these officers. In this regard, it 
has been suggested that their ages of retirement should be brought at par with that 
of comparable professionals in the Army Medical Corps (AMC), Army Dental 
Corps (ADC), Military Nursing Service (MNS) and Remount and Veterinary Corps 
(RVC). 

157.24 Considering their professional qualification and job content and 


: 1974 : 





Existing position 


Naval 

Headquarters' 

suggestions 


Our 

recommendations 


the fact that they arc not really required to go into battle, we feel that ages of 
retirement of officers of the JAG branch should be brought at par with that 
of officers of the AMC, ADC, MNS and RVC. Accordingly, we recommend 
the following changes in their ages of retirement: 


Rank 

Existing Age 
of Retirement 

Proposed 

Age of Retirement 

Lt. Genera) 

58 years 

60 years 

Maj.General 

57 years 

59 years 

Brigadier 

56 years 

58 years 

Colonel 

55 years 

57 years 

Lt. Colonel and below 

55 years 

55 years 


AGES OF RETIREMENT OF NAVAL OFFICERS 


157.25 Though the prescribed age of retirement of Captain/Commodore 
is 55 years, the operative part of it is governed by the "Working Principles" in 
force. Under the "Working Principles", a Captain/Commodore is permitted to 
serve upto 55 years if he is already placed in the Select List for Rear Admiral, 
otherwise he is retired at the age of 54 years. Similarly, the prescribed ages of 
retirement of Rear Admiral and Vice Admiral are operated as per the stipulations 
of the "Tenure Clause". Though the prescribed age of retirement for Rear Admiral 
is 56 years, under the "tenure clause" a Rear Admiral can have a tenure of 4 years 
or serve upto the age of 56 years whichever is earlier, provided that no Rear 
Admiral retires before the completion of 54 years of age. Though the prescribed 
age of retirement of Vice Admiral is 58 years, under the "tenure clause" a vice 
Admiral can have a tenure of 4 years or service upto the age of 58 years, whichever 
is earlier. However, in the case of Vice Admiral being appointed as vice chief of 
Naval Staff (VCNS) or Flag Officer Commanding-in-Chief (FOC-in-c), the officer 
will retire on completion of a further tenure of 4 years or on attainment of 58 years 
of age, whichever is earlier. 

157.26 The Naval Headquarters have suggested that the "Working 
Principles" should be dispensed with and Captain/Commodore should be retired 
only at the prescribed age of retirement. They have also suggested the removal of 
the "tenure clause" as it leads to some unintended anomalies as well as intra-and- 
inter services disparities in ages of retirement. 

157.27 We find that under the working principles governing the age of 
retirement of Captain/Commodore some sortof parity in the ages of retirement of 
equivalent ranks in thedhree services is maintained, although the prescribed age of 
retirement for Captain/ Commodore is higher than that of their counter parts in the 
other two services. Only those Captains/ Commodores, who are already placed in 
the select list for Rear Admiral, get the benefit of higher age of retirement. In our 
view, this is a reasonable arrangement and we do not recommend any change. 
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157.28 Wc have examined the Naval Headquarters suggestion for the 

removal of the "tenure clause" in the overall context of the exigencies of cadre 
management. Wc find that the operation of the "tenure clause" allows more 
officers to move into the ranks of Rear Admiral and Vice Admiral and thus, helps 
in better cadre management We, therefore, do not recommend the removal of 
the "tenure clause". Rather, we suggest that in view of its stated advantages, 
the possibility of extending "the tenure clause" to the Army and Air Force 
should be explored by the Ministry of Defence. 


RATIONALISATION OF AGES OF RETIREMENT OF OFFICERS 
OF THE NAIO, LAW CADRE AND EDUCATION BRANCH OF 
THE NAVY 


157.29 The Navai Headquarters have suggested that ages of retirement 

of officers of the Naval Armament Inspection Organisation (NAIO), Naval Law 
Cadre and the Education Branch of the Navy, should be rationalised vis-a-vis that 
of their counterparts in the Army. The suggested ages of retirement for these three 
cadres are as under:- 


Rank 

NAIO 

Naval Law Cadre 

Education 

Branch 

Captain 

56 years 

56 years 

56 years 

Commander 

55 years 

55 years 

55 years 

Lt.Commander 

55 years 

55 years 

55 years 


157.30 Though officers of the NAIO belong to the Executive branch of 
the Navy, they do not sail. Except for a very few officers who come to the NAIO 
sub-cadre from the Executive cadre, all the NAIO officers are of engineering 
background. Retirement ages of their counterparts in the Army (those permanently 
seconded to the Defence Research and Development Organisation and Directorate 
General of Quality Assurance) are uniformly 57 years. Considering the Naval 
Headquarters' suggestion we recommend that ages of retirement of Captain, 
Commander and Lt. Commander and below of the NAIO cadre may be 
enhanced to 56 years, 55 years and 55 years respectively. We further 
recommend that the NAIO cadre may be separated from the Executive 
branch and made a separate branch of the Navy. As in the case of the DRDO 
and DGQA, the NAIO branch should have a civilian component, which 
should be established through progressive civilianisation of posts. 

157.31 Officers of the Naval Law Cadre compare, in terms of 
qualifications and job content, with officers of the JAG branch of the Army. In line 
with our recommendations on ages of retirement of officers of the JAG branch, we 
recommend that ages of retirement of Captain, Commander and 
Lt.Commander and below of the Naval Law Cadre may be enhanced to 58 
years, 55 years and 55 years respectively. We further recommend that the 
Law cadre may be separated from the Executive branch and made a separate 
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157 32 Officers of the Education branch of the Navy functionally 

compare with Officers of the Army Education Corps (AEC) Considering the 
present ages of retirement of officers of the. AEC and the Naval Headquarters 
suggestion, we recommend that ages of retirement of Commander and 
Lt.Commandcr and below of the Education Branch may be enhanced to 55 
years and 55 years respectively (age of retirement of Captain is already 
enhanced to 56 years). 


RATIONALISATION OF AGES OF RETIREMENT OF OFFICERS 
OF THE FLYING BRANCH OF THE AIR FORCE 


157.33 As a measure to rationalise the intra-and inter-service disparities 
in respect of ages of retirement of officers of the Flying Branch, the Air 
Headquarters have suggested an increase of two years in the ages of retirement of 
Wing Commandos and Squadron Leaders and below of the Fly ing Branch of the 
Air Force and the removal of the "extension clause" from ages of retirement of 
Group Captain, Air Commodore of the Flying Branch and Air Vice Marshal of all 
the branches of the Air Force. 

157.34 We have considered the Air Headquarters' proposal in the overall 
context of the operational exigencies of the Air Force, especially that of the Flying 
Branch. \ye understand that most of the officers in the Flying Branch complete 
their flying tenure well before the age of 45 years and then they are deployed on 
ground and staff duties. An increase of 2 years in ages of retirement of Wing 
Commanders and Squadron Leaders of the Flying branch, as suggested, would 
result in blocking of the likely vacancies for fresh induction into the Flying Branch 
for two more years. Already, our aircraft to pilot ratio is adverse compared to the 
neighbouring countries and the proposed move would further aggravate the 
situation. The argument that increase in the number of available officers in the 
ranks of Wing Commander and below, flowing out of higher retirement age, would 
alleviate the existing shortage of 500 officers in the Flying Branch, is not 
acceptable because the real shortage is in the availability of officers in the ranks 
eligible for active flying. 

157.35 In view of these considerations, we do not recommend any 
increase in ages of retirement of Wing Commander, Squadron Leader and 
below of the Flying Branch. 

157.36 The operation of the "extension clause”, in respect of ages of 
retirement of Group Captain, Air Commodore of the Flying Branch and Air Vice 
Marshal of all the branches of the Air Force, ensures certain level of physical 
fitness and continued performance, though rejection rates under the clause have 
been low. We do not think it would be advisable to do away with the "extension 
danse". Rather, we feel that screening under the "extension clause" should be 
made more rigorous so as to achieve the objective underlying the "extension 
clause"., 
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VOLUNTARY RETIREMENT SCHEME 


157.37 The existing voluntary retirement scheme (VRS) for officers of the 
Armed Forces is the same as for the other Central Government employees except that 
in the case of the Armed Forces, voluntary' retirement can be sought in the wake of 
supersession or on compassionate grounds. 

157.38 The Armed Forces have suggested liberalisation of the existing 
policy, by permitting voluntary retirement on completion of 10 years of service instead 
of the existing 20 years of service. They have also suggested introduction of 
"Severance grant" as a necessary adjunct to the liberalised VRS. 

157 39 We have carefully considered the Armed Forces suggestions but we 

are unable to recommend any separate dispensation for the Armed Forces. Our 
general recommendations on the VRS will apply to the Armed Forces along with 
the conditions that are currently applicable to such cases. As far as the special 
VRS recommended in respect of identified surpluses is concerned, these will 
equally apply to the Armed Forces. 


CONDITIONS OF SERVICE OF RE-EMPLOYED OFFICERS 


157.40 Due to shortage of officers in certain ranks, there is a scheme for re¬ 
employment of service officers. Officers upto the rank of Colonel and equivalent are 
re-employed in appointments tenable by officers upto the rank of Captain and 
equivalent The re-employed officer can not stake a claim to officiate in any 
appointment in the establishment to which he is posted. For all practical purposes, he 
is considered attached to the unit in which he is detailed. While the re-employed 
officer is not entitled to substantive promotion, he is entitled to acting promotion. It 
is his rank on re-employment which is reckoned for the purpose of seniority and acting 
promotion as well as accommodation and travel entitlements. 

157.41 The Armed Forces have suggested that re-employed officers should 
be ineligible for acting promotion. Regarding other entitlements of re-employed 
officers, they have suggested same travel entitlements for medical examination, and 
on joining and termination of re-employment as during the period prior to re¬ 
employment, extension of sick leave and sick list concession as applicable to regular 
serving officers, and provision of accommodation as per the rank held at the time of 
retirement 

157.42 We feel that the present scheme of re-employment of officers whereby 
officers can be re-employed in a rank lower than that from which they retired, is 
demeaning to the officer concerned. We therefore, recommend that officers be re¬ 
employed only in the rank from which they retired. The existing provisions 
regarding promotion of re-employed officers under which only acting promotion can 
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be granted, arc quite reasonable and \vc do not recommend any change 

157.43 In view of our recommendation that officers should only be rc- 

cmploycd in the rank from which they retired, the Armed Forces' suggestion that the 
scale of accommodation for rc-cmploycd officers should be as per the rank held at the 
time of retirement would be met. As regards their travel entitlements for medical 
examination and on joining and termination of rc-cmploymcnt, we recommend that 
they should be based on the rank held at the time of retirement. However, we do 
not recommend any change in their present leave entitlements, as these officers 
are mainly employed on general administration and station duties and not in 
field areas. 
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ENHANCEMENT OF EDUCATIONAL STANDARDS 


157.44 The Armed Forces have suggested that the initial recruitment 
qualification for Codes and Mess Waiters of the Army and Cooks and Stewards of the 
Navy should be enhanced from non-matric to matric standard. They have also 
suggested better promotion avenues for the Cooks of the Army and extension of the 
system of classification to Cooks (special) of the Army. 

157.45 We find that Cooks of the Army are categorised as Cooks (unit), 
Cooks (Mess), Cooks (special) and Cooks (Hospital). While Cooks (special) and 
Cooks (Hospital) are in Group 'D' of the Army which is basically a matric entry group, 
Cooks (unit) and Cooks (Mess) are in Group 'E', a non-matric group. Since Cooks 
(special) and Cooks (Hospital) are already in the matric entry group, we recommend 
that .the educational standard Tor Initial recruitment of Cooks (special) and 
Cooks (Hospital) be enhanced from non-matric to matric. With this enhancement 
in their recruitment qualification. Cooks (Special) and Cooks (Hospital) may also be 
considered for promotion to the ranks of Junior Commissioned Officer (JCO). We 
further recommend that as in the case of other categories of Cooks in the Army, the 
system of classification may be introduced for Cooks (special) also. However, for 
Cooks (unit), Cooks (Mess) and Mess waiters in the Army, we do not find it feasible 
to recommend enhancement in their initial recruitment qualification. 

157.46 Cooks and stewards of the Navy are presently in Group C* of the 
Navy which is basically a non-matric group. We do not find it feasible to recommend 
enhancement in their initial recruitment qualification. 
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TERMS OF ENGAGEMENT OF NON-COMBATANTS 
ENROLLED IN THE AIR FORCE 


15.7.47 Non-combalants Enrolled (NCsE) in the Air Force arc initially 

engaged for a period of 15 years. They arc required to apply for extension of service 
on completion of 15 years. They arc then granted further extensions of 5 years at a 
time till the age of 55 years 

157.48 The Armed Forces have suggested that the initial engagement period 
of NCsE may be increased to 20 years to match the minimum pensionable service. 

157.49 The existing provisions of extending the period of engagement of 
NCsE upto 55 years through successive 5 year extensions do not serve any useful 
purpose. On the contrary, many NCsE, out of if|Qrance, fail to apply for extensions 
and in some cases are even deprived of the minimum pensionable service. To obviate 
this situation, we recommend that the engagement period of NCsE be raised to 
55 years of age, without the provision for extension on application. 


GOOD SERVICE PAY 


157.50 Good scrvicc/Good conduct/Badgc pay is granted to Non¬ 
commissioned officers (NCOs) in the Army, sailors in the Navy and Airmen in the Air 
Force as an incentive to maintain high degree of discipline, good conduct, zeal and 
professional efficiency In the Army, NCOs are entitled to good service pay after a 
period of three years of good service in the rank of Naik. Sepoys in the Army are, 
therefore, not eligible for the grant of good service pay Sailors upto the rank of Chief 
Petty Officer in the Navy and airmen upto the rank of Junior Warrant Officer in the 
Air Force are entitled to good service pay after four years of good service. 

157.51 The Armed Forces have suggested that there should be uniformity in 
coverage and conditions of grant of good service pay for personnel of the three 
services. They have also suggested enhancement in the rates. 

157.52 The issue of uniformity in coverage and conditions of grant of good 
service pay was considered by the Third CPC and they stated that although sepoys in 
the Army were not entitled to good service pay, they had the opportunity of getting the 
appointment of Lance Naik which carried appointment pay of Rs.5/-p.m. Further, a 
sepoy could get an additional pay of Rs.5/-or more per month on improving his class 
in the pay group, which is not available to the other services. They, therefore, did not 
make any change in good service pay rules. In fact, they stated that normally 
progression to higher ranks on the basis of performance should be considered 
sufficient incentive for good performance and conduct. However, they did not 
recommend discontinuance of the practice of giving good service pay in view of the 
keenness of the Services to retain it. 
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157 53 The Fourth CPC also considered the issue and recommended 

enhancement of the rates of good service pay, without changing the coverage and 
conditions of grant. 

157.54 Taking a cue from the Malaysian pattern of remuneration, we have 
recommended elsewhere for civilian employees a scheme for grant of "Performance 
Related Increments" 

157.55 Forthe Armed Forces personnel also, we recommend the same 
scheme of "Performance Related Increments" in place of Good Service/Good 
Conduct/ Badge Pay. In our opinion, the hew Scheme would be more beneficial in 
financial terms and there would be no restriction of rank as at present. Besides, it 
would lead to uniformity not only on an inter-service basis but across the Central 
Government. 


REWARDS FOR MERITORIOUS SERVICE 


157,56 Meritorious Service Medal with an annuity of Rs. 100/- is given to 

selected Junior Commissioned Officers (JCOs) and equivalent of the three services. 
Long service and Good Conduct Medal with a gratuity of Rs. 100 is given to the 
selected Non-Commissioned Officers (NCOs) and equivalent of the three services 
The scale for grant of these medals is 4 for every 800 personnel on authorised 
establishment of the respective services. 

157 57 The Armed Forces have suggested that the amount of annuity with 

Meritorious Service Medal should be enhanced to Rs. 1500 and the amount of gratuity 
with long service and Good Conduct Medal to Rs. 1500. 

157.58 We have considered the Armed Forces suggestion and recommend 

that the rates of annuity with Meritorious Service Medal and of gratuity with 
long service and Good Conduct Medal may be doubled. 


HONORARY RANKS AND COMMISSION 


157 59 In the Armed Forces, Honorary Commission is awarded in recognition 

of meritorious service to serving Junior Comtnissioned Officers (JCOs) and 
equivalents in the rank of Captain or Lieutenant by the Chiefs of Staff. In addition, 
selected Havildars and JCOs and equivalents are granted Honorary rank/Honorary 
Commission after retirement. 

157.60 The grant of the Honorary Commission to JCOs does not confer on 

them any additional powers of command. However, JCOs granted honorary 
commission lose their entitlements of frec accommodation, electricity, and water and 
allowances such as clothing, conservancy ahd water carrier and personal allowances 
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such ns hair-cu'ting and washing. 

157.61 The grant of honorary commission or rank to JCOs after retirement 
docs not entail any additional pensionary benefits, though Havildars granted honorary 
rank of Naib Subcdar get some pensionary benefit. 

157.62 The Armed Forces have suggested that serving JCOs granted 
honorary commission should be allowed to continue to be entitled to free 
accommodation,-electricity and water and allowances such as clothing, conservancy 
and water carrier and personnel allowances such as hair-cutting and washing. They 
have further suggested that Havildars and JCOs granted honorary rank/commission 
on retirement be authorised non-effective benefits of honorary rank. 

157.63 Regarding serving JCOs granted honorary commission, the Ministry 
of Defence have stated that on grant of honorary commission and consequent grant of 
appropriate pay and allowances, the status of JCO changes and as such there is no 
merit in the proposal to continue to allow free accommodation, water and electricity 
and allowances like clothing, etc. On the issue relating to Havildars and JCOs who are 
granted commission after retirement, the Ministry have stated that there is no 
justification for giving non-effective benefits of honorary rank, as they do not put in 
any service in such rank prior to retirement, 

157.64 Serving JCOs granted honorary commission are entitled to higher pay 
than what they were drawing before the grant of honorary commission. Therefore, 
there is no need to continue grant of free accommodation, water, electricity etc. 
Accordingly, we do not recommend any change in the existing position. We also 
do not find enough justification to grant non-effective benefits of honorary rank to 
Havildars and JCOs granted.honorary commission/rank after retirement. 


AGE OF RETIREMENT 


157.65 Retirement of Personnel Below Officer Rank (PBOR) of the three 
services is governed by the terms of engagement or the age of superannuation 
applicable to each rank, which ever is earlier. 

157.66 The Armed Forces have suggested an extension of 2 years of service 
beyond the existing terms of engagement applicable to each rank of the Army and to 
the rank of Chief Betty Officer (CPO) in the Navy, subject to the consent of the 
individual concerned, acceptable service record, medical fitness and exigencies of 
service 

157.67 The Armed Forces have, in another proposal on "Revision of Terms 
of Engagement of Army PBOR" suggested reduction in the initial colour service in the 
case of combat and combat support categories to 7 years to be followed by re¬ 
mustering within the Army or lateral shift to Civil organisations We find that the 
present proposal to enhance the terms of engagement across the board by 2 years is not 
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in keeping with their proposal on "Revision of Terms of Engagement of Army PBOR" 
and not in consonance with the imperative of keeping the services, particularly the 
Army, young. Moreover, the study report on "Age of Superannuation" has brought out 
that during discussions with the study team, the Armed Forces Pay Commission Cells 
had opined that due to special requirements of fighting forces, it was not possible to 
increase the period of engagement and a better course would be to improve 
resettlement opportunities. 

157.68 In view of the above, we do not recommend any enhancement in 

the age of retirement of PBOR of the Army and CPO of the Navy. However, 
keeping in view our recommendation to enhance the general age for retirement of 
civilians from 58 to 60 years, we have recommended an additional weightage of 
2 years in qualifying service for pension to PBOR of the three services. 


ENROLMENT OF DSC PERSONNEL 


157.69 Recruitment to the Defence Security Corps (DSC)is made from the 
ex-servicemen and the Territorial Army (TA) personnel. The initial period of 
employment for DSC personnel is 5 years and further extensions can be allowed till 
the age of 55 years. The existing conditions for joining the DSC are as under: 

(a) Ex-servicemen of the three services having minimum 5 years of former 
service are eligible to join the DSC as sepoy or in the former rank subject to 
availability of vacancies 

(b) TA personnel who have put in minimum 3 years' embodied service with 
minimum 7 annual training camps are eligible for entry into the DSC. 

(c) 50 percent of the Non-Commissioned Officers' (NCOs) vacancies are filled 
by recruiting cx-servicemen in their previous ranks. These vacancies are 
filled on first-come-first-served basis. 

157.70 For direct enrolment of ex-NCOs in their previous ranks into the DSC 
the Armed Forces have suggested a scheme to lay down minimum previous service so 
that senior ex-NCOs do not suffer on account of first-come-first-served clause. 

157.71 We have examined the existing provisions of enrolling ex-servicemen 
in the DSC. We find that in filling 50 percent of the vacancies in the DSC, ex- 
servicemen are generally taken in a rank lower than the previous rank. In our view, 
this practice is demeaning to the personnel concerned. In line with our 
recommendations for re-employed service officers, we recommend that enrolment 
of ex-servicemen into the DSC may take place only in the ranks from which they 
retired. 

157.72 As regards the remaining^ percent of the vacancies in the DSC 
which are filled by enrolling ex-servicemen in their previous ranks, we find that the 
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operating provisions arc quite in order. Accordingly, we do not recommend any 
change. 
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INTRODUCTION 


158.1 It is a service requirement that Armed Forces personnel reside in 

cantonments close to their units. Entitlement of accommodation is, therefore, one 
of their Conditions of service. The general entitlement of accommodation for 
PBOR is free single barrack accommodation. A prescribed percentage of the 
strength of PBOR in various ranks is entitled to free married accommodation in 
peace areas. Commissioned officers are authorised free accommodation and allied 
facilities in field areas and are "provided with married accommodation on a 
percentage authorisation basis in peace areas on payment of licence fee and other 
charges. 


PROVISIONS FOR PBOR 


158 2 The provision of married accommodation for PBOR is based on 

the authorisation of married establishment, the existing authorisation being 50% 
for Sepoys and equivalent, 90% for Naiks and equivalent, 95% for Havildars and 
equivalent and 100% for Junior Commissioned Officers and equivalent. It is 
within this authorised married establishment that accommodation is either 
provided, hired or compensation in lieu of quarters paid. Keeping in view the 
functional requirements of units/ships/squadrons, scales of accommodation to be 
physically held and constructed have also been laid down. The existing scales of 
accommodation for NCOs and ORs of all Army units other than AOC, EME, 
RVC, AEC etc., for Leading Seaman and Seaman of Navy and Aircraftsmen of the 
Air Force is 14% Scales of accommodation for Havaldar of ASC (Sup), AOC, 
EME, RVC, RT, APTC and APS and for Non Combatants (enrolled) is 100%; for 
NCOs of Air Force and Petty Officers of Navy-it is 50% while other personnel in 
the Army are authorised a scale of 24% to 60% v In the case of JCOs, except for 
Junior Warrant officers of the Air Force for whom the scale is 75%, 100% 
authorisation exists for all other JCOs and equivalent. 
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STATE OF ACCOMMODATION 


158.3 The Armed Forces in their Memorandum have indicated the 

position of availability of married quarters to indicate the level of satisfaction and 
waiting period involved for different categories of personnel. Deficiency of 48,845 
quarters against the authorisation of 2,09,000 quarters for the Army, 2,731 
quarters against 13,943 quarters for the Navy and 22,078 quarters against 62,397 
quarters authorised to the Air Force have been reported. It has also been brought 
out in the Memorandum that continuous stay in peace areas for troops ranges from 
2 years 10 months for personnel of the infantry to 7 years for personnel belonging 
to the Armoured Corps, Mechanised infantry etc who are able to stay longer with 
their families in spite of low scales of accommodation. Waiting time for 
accommodation ranges from 5 months to 11 months For JCOs, waiting time in 
class A' and B' cities ranges from 2 to 18 months and in metropolitan cities it is 


AUTHORISED MARRIED ESTABLISHMENT-PBOR 


158.4 The Armed Forces have proposed that the authorised married 
establishment for PBOR be raised to 100%. They have also suggested 
enhancement in the scales of married accommodation for Other Ranks and 
equivalent to 50%, and for Non commissioned officers and equivalent and Junior 
Warrant Officers of the Air Force to 100%. In the absence of adequate 
accommodation, the Armed Forces have proposed that hired accommodation 
should be made available to PBOR. 

158.5 We find that the question of enhancement of scales and authorised 
married establishment has also been considered earlier. The Kamath Committee 
(1968) had mentioned the futility of increasing the scales of accommodation in 
View of the Vast gap in available married accommodation. Feeling that it was 
undesirable that large number of personnel should be compelled to hire 
accommodation under their own arrangements, they had suggested increase in the 
authorised married establishment to existing levels. The issue of further 
enhancement of authorised married establishment was again considered by Third 
CPC which felt that while servicemen should have adequate opportunity to live 
with their families, there was considerable merit in requiring servicemen to live 
together in barracks in order to foster camaraderie and ensure proper nutritional 
intake. They, therefore, suggested that the issue may be considered by the Ministry 
of Defence in the light of availability of accommodation and proportion of 
personnel required to be retained in barracks. We have also gone through the 
recommendations of the 19th Estimates Committee according to which "it would 
be impossible to provide 100% satisfaction without committing disproportionately 
large resources which might be directly needed in other areas." 

158.6 We have deliberated on all aspects of the matter, and are of the 
view that the compulsions mentioned by the Third CPC have not undergone any 
material change. We have also taken into account the Armed Forces proposal to 
review the toms of engagement of soldiers and feel that the two issues of provision 
of accommodation and terms of engagement have an inherent linkage We have 
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separately recommended shifting of soldiers to Central Police Organisations after 
7 years of service to the extent of 25% of vacancies in CPOs. The other relevant 
factors such as percentage of married personnel, strength in field areas and number 
compulsorily required to stay in barracks should also be taken into account. We 
therefore recommend that the issue of enhancement of authorised married 
establishment may be considered by the Ministry of Defence in the light of all 
these factors. We have already illustrated the existing deficiency in authorised 
married accommodation and have been informed by the Ministry of Defence that 
long term measures for increasing the pool of married accommodation are being 
taken. We arc, therefore, of the opinion that increase in scale of accommodation 
at this stage would not serve any useful purpose. 

158.7 However, we agree with the suggestion made by the Armed Forces 

that hiring of accommodation for JCOs/ORs be liberally resorted to within the 
authorised married establishment. 


COMPENSATION IN LIEU OF QUARTERS 


158.8 Married personnel below officer rank above the age of 25 years 
are entitled to compensation in lieu of quarters (C1LQ), within the authorised 
married establishment, if they have not been provided with Govt, owned or hired 
accommodation. C1LQ is meant to compensate for hiring of house, furniture, 
electricity and water etc. whereby it should be adequate for an individual to hire a 
house within the duty station or where his family resides. The payment of CILQ 
is rank-based, as against pay-based nature of House Rent Allowance for civilians. 

158.9 The existing rates of CILQ are as follows. 


Category 

A&B Class 

C Gass 

(in Rs.per month) 

OtherTowns 

a) Sepoys & equivalent 

300 

200 . 

150 

b) Nks & equivalent 

300 

200 

150 

c) Havs & equivalent 

350 

250 

170 

d) JCOs & equivalent 

450 

300 

200 


158.10 CILQ is paid irrespective of whether the family is residing with 
the individual at duty station or not. Where the family does not reside at the duty 
station, the individual is paid CILQ at rates admissible for 'Other Towns'. 
Personnel posted to field areas, where free single accommodation and allied 
facilities are provided, are also eligible for payment of CILQ. 

158.11 the Armed Forces have suggested substantial enhancement in the 
rates of CILQ on the basis that the house rent element should be calculated as per 
market rent in the town where the family is residing, electricity and water charges 
be worked out at rates linked to fixed units of consumption and furniture hiring be 
regulated at 5% of basic pay. It has also been suggested that norms for 
classification of towns for the purpose of CILQ and hiring should be the same. A 
suggestion that rates for CILQ and hiring of accommodation should be revised 
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annually by local formation Commanders/ Competent Financial Authority has also 
been made. 

158.12 We have gone into the issue in detail and arc of the opinion that 

tire present rates of C1LQ arc indeed insufficient in the context of prevalent market 
rates. On the same considerations, we have suggested revised rates of House Rent 
Allowance for civilian employees linking it with a percentage of the maximum of 
the pay scale. However, we feel that grant of C1LQ on a percentage basis to Armed 
Forces personnel is not desirable as it would disturb the inter-trade group parity in 
rales and also lead to considerable accounting and clerical work. Keeping in view 
the position that personnel in all the three services are authorised a uniform scale 
of accommodation for a particular rank, we recommend that the existing rank- 
based nature of CILQ may continue. We are also not in favour of disturbing the 
existing composite nature of the CILQ. Keeping all these factors in view,we 
recommend that the existing CILQ may be revised as follows:- 



A1 

Class 

Cities 

A B1 B2 

Class 

Cities 

(in Rs. per month) 

C 

Class 

Cities 

Unclassified 

Cities 

Sepoy & 
Naik & 
equiv. 

1800 

900 

600 

450 

Havildar 
& equiv. 

2100 

1050 

750 

510 

JCOs 

2700 

1350 

900 

600 

158.13 As regards norms for classification of towns, the 

recommendations made on classification of towns in our chapter on Housing 
Facilities and House Rent Allowance for civilians would apply to both hiring of 


accommodation and grant of CILQ. We also recommend that rates for CILQ and 
hiring of accommodation may be revised by the Ministry of Defence from time to 
time and not by local authorities, as it would lead to disparities in rates of hiring 
within the same station few different categories of Govt, servants and may also not 
be in consonance with the overall strategy for hiring and CILQ for personnel in 
similar classes of cities. 


PROVISIONS FOR OFFICERS 


158.14 A married officer above 25 years of age is entitled for allotment 

of married accommodation at the duty station, provided his family is residing with 
him. If his family is not residing with him he is allottedsingle accommodation. 
Accommodation is generally provided to officers in existing Govt, buildings, 
including buildings of civil departments. In stations where Government-owned 
accommodation is insufficient, additional suitable accommodation is hired or the 
officer may make his own arrangements on rent reimbursement basis. 
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158 15 All accommodation in the station is kept in the station pool at a 

station where more than one service has constructed accommodation. 
Accommodation built by a particular service is allotted primarily to officers 
belonging to that service, subject to the provision that no accommodation in the 
respective pool remains vacant. All surplus accommodation with one service is 
offered for allotment to officers of the other services. All other Govt, owned 
accommodation i.e. hired, requisitioned etc. is kept in a common pool for allotment 
to service officers, irrespective of service based on a common seniority roster at 
that station. Some weightage in seniority is available to officers coming from field 
areas or from stations where married accommodation could not be provided. 


158.16 The authorization of married accommodation for officers of the 

three Services is as follows: 


Ser Rank 

Army 

Navy 

Air Force 




Flying 

Non Flying 


% 

% 

Br% 

Br% 

a) Major & above 

100 

100 

100 

100 

b) Capt 

80 

83 

70 

60 

c) Lt. & below 

33.33 

63 

25 

50 


158.17 It has been brought to our notice that there is considerable 

deficiency of married accommodation resulting in low levels of satisfaction. 
Details of quarters authorised, held and satisfaction level in respect of the three 
Services is as under: 

Rank 

Army 

Navy 

Air Force 

a) Quarters Authorised 

38,700 

4,080 

7,917 

b) Quarters Available 

27,938 

3,291 

5,760 

c) Deficiency 

10,762 

789 

2,157 

d) Satisfaction level 

72% 

80.6% 

72.8% 


158:18 It has been represented by the Armed Forces that in most peace 

stations, officers have to wait for 8-16 months to get accommodation. Waiting 
period for regular accommodation in metropolitan cities, and large cantonments 
vaiies from 10 to 20 months and by the time an officer gets regular accommodation 
more than half his tenure is over. Secondly, the rental ceilings for hiring of 
accommodation are low and revision of ceilings is not carried out to cope with 
escalating rents. 

158.19 In view of these constraints, the Armed Forces have suggested that 

existing deficiency of married accommodation should be made up b' r 

a) Releasing more funds for construction of additional dwelling units. 
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b) Hiring houses and permitting re-imburscmcnl on prevalent market rent, 

c) Granting permission to retain accommodation at previous station or to hire 
accommodation at any other station till appropriate married 
accommodation becomes available at duty station, and 

d) Revision of rents on annual basis to keep them in line with market rents 
by Local Formation Headquarters and provision in lease deeds for increase 
in rentals. 

158.20 We have been informed by Ministry of Defence (MOD) that 
service officers arc entitled to higher scales of accommodation than their civilian 
counterparts and are generally provided with accommodation of the entitled type. 
The additional facility of hiring is also available, which is not permitted for 
civilians. The Ministry has also stated that it is taking up long-term remedial 
measures for improving accommodation, but increasing the scales to 100% may 
not be feasible. 

158.21 We have taken note of the position brought out by the Defence 
Ministry and suggest that additional funds may be earmarked by MOD for 
construction of additional units and hiring of accommodation may be done as 
per ceilings. As regards retention of accommodation at previous duty station, we 
find the existing provisions, which allow retention upto 5 months, to be adequate 
and do not suggest any change. 

158.22 On the issue of increase in rental ceilings, we have been informed 
that the existing ceilings are based on plinth area requirements and present market 
rates etc. We observe that the existing rates of House Rent Allowance for civilians 
are substantially lower than rental ceilings for hiring. The Armed Forces have 
informed us that the Railways have enhanced the rental ceilings substantially in 
March, 1996. Keeping in view all these aspects, we suggest that the revision of 
ceilings for hiring of accommodation for service personnel may be done by 
the Ministry of Defence keeping in view the quantum of HRA proposed by us 
for corresponding civilians and the ceilings for hiring fixed by the Railways. 


PROVISION OF SEPARATED FAMILY ACCOMMODATION 


158.23 As per present provisions, an Armed Forces personnel, within the 
authorised married establishment on posting to field areas/ modified field areas, 
can either send his family to a selected place of residence at Govt, expense, select 
any of the stations where accommodation has been specifically constructed for 
separated families and move the family to that station or retain the family 
accommodation at the last duty station with the permission of the Station 
Commander or other allotting authority. 

158.24 In 1963 it was decided to provide 40^52 quarters as separated 
family accommodation for 1,50,000 troops posted in field areas. Since then, only 
11,692 quarters have been constructed and a large deficiency still exists. 
Accommodation can also be hired for separated families posted to field areas at 
specified stations, subject to prescribed ceiling on number of houses in each station 
as specified by Hq. Commands and in accordance with prescribed scales of 
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accommodation and rental ceilings. Hiring on rent reimbursement is also 
pcnnissiblc in Dclhi/Ncw Delhi only with permission of competent authority uplo 
the quota fixed for Delhi Separated families of Service Officers can also be 
permitted to live in their own houses on rent rc-imburscmcnt basis in Dclhi/Ncw 
Delhi only. The total number of hired houses and such houses should not exceed 
the quota fixed for Delhi. 

158.25 1 he Armed Forces have made the following proposals with regard 
to Separated Family Accommodation: 

i) Revision of quantum of Separated Family (SF) Accommodation based on 
present strength of Army posted in field areas. 

ii) Release of a minimum of one more slab of Separated Family 
Accommodation to provide temporary relief. 

iii) Permission to hire own housc/any other house irrespective of location at 
prevalent market rates. 

158.26 We have considered the suggestions made by the Armed Forces 
on the issue and find that the strength of troops in areas classified as field areas has 
not undergone any substantial change. In any case, separated family 
accommodation actually held by the Armed Forces is far short of the authorisation 
and increasing the scales would not serve any useful purpose. We, therefore, 
recommend that construction of balance of authorised accommodation may 
be taken up on priority basis by the Ministry. While selecting stations for 
construction, availability of Government land, existence of adequate educational, 
medical and other facilities should be the main consideration. As regards 
permission to hire accommodation, the Ministry of Defence have stated that it may 
not be desirable to permit hiring cif separated family accommodation at any station 
at prevalent market rates in view of the budgetary constraints. In view of this, we 
do not suggest any change in the restriction on hiring of houses for separated 
families. 


PROVISIONS RELATING TO LICENSE FEE, HIRING 
OF FURNITURE, WATER AND ELECTRICITY 


158.27 Personnel Below Officer Rank are granted rent free 

accommodation and allied services, and consequently no license fee and other 
charges are recovered from than. However, JCOs and ORs residing in government 
hired buildings are permitted to hire furniture and claim compensation to the extent 
of 2.5% of pay scales applicable prior to 1988. Service Officers when allotted 
accommodation pay license fee at concessional rate of 5 percent in case of married 
officers and 2 1/2 percent in case of single officers. Service Officers are provided 
furniture by the Military Engineering Service at the prescribed scale and the rent 
is charged at 2 1/2 percent of pay or 80% of the capital cost of furniture per annum, 
whichever is less. If furniture cannot be provided by MES, the officer is authorised 
to hire furniture upto 5% of pay, his own liability being 2 1/2 percent of pay. 
Service Officers also pay electricity and water charges at half the all India recovery 
rates for electricity and water. The concessional rate for electricity is not applicable 
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to energy consumed as power. 

i 58.28 The Armed Forces have suggested the following changes with 

regard to compensation for hiring of furniture: 

a) Compensation in lieu of furniture for JCOs and ORs should be provided 
on current pay. Amount of compensation be increased from 2.5% to 5% 
of Basic Pay. 

b) For officers, actual amount spent on hiring of furniture should be 
reimbursed and reimbursement of furniture hire charges when an officer 
hires own house with furniture should be permitted. 

158.29 We have considered the two demands and since reimbursement 

will continue on the basis of percentage of pay and the entitlement would go up 
automatically consequent on pay revision, we do not suggest any change in the 
existing provisions for JCOs/ORs. However, compensation may be paid on the 
basis of revised pay. For officers, cost of hiring would depend on type and quality 
of furniture hired. Therefore, restriction on reimbursement should continue. 
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159.1 The children of Armed Forces personnel are governed by tne same 
scheme of educational concessions available to civilian personnel. However, for 
children of personnel killed/disabled or missing in various operations, government 
has sanctioned a separate scheme of concessions. While the general scheme of 
educational concessions would also apply to Armed Forces personnel, the specific 
proposals with regard to children of battle casualties and some specific demands 
for children of serving_employees have been discussed in the succeeding 
paragraphs. 

159.2 Certain educational concessions are granted to the children of 
Armed Forces Personnel killed/ disabled/missing in 1962,1965 and 1971 conflicts 
and operations 'Pawan* and 'Meghdoot'. These, concessions include: 



(i) 

Complete exemption from tuition and other fees, including bus fees and 
actual fares for railway passes; 


(ii) 

& 

Grant of hostel charges in full for those studying in boarding schools and 
colleges; 


(iii) 

Reimbursement of the cost of books and stationery, subject to a maximum 
of Rs. 250/-p.a.; 


(iv) 

Reimbursement of the cost of uniform upto Rs. 810/- for the first year and 
Rs. 350/- p.a. for the subsequent years; and 


(v) 

Reimbursement of die cost of clothing up(p Rs. 250/- for the first year and 
Rs. 150/-p.a. for the subsequent years. 

Separate 

notification 

required 

159.3 These concessions are not automatically extended to the children 

of those killed/disabled/ missing in operations but a separate government 
notification in respect of each operation is required to be issued. 
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159.4 The Armed Forces have suggested that these educational 
concessions should automatically apply to the wards of personnel classified as 
battle casualties and those in receipt of liberalised pensionary awards. They have 
also suggested that the actual cost of books, stationery and uniforms should be 
reimbursed without any ceiling. 

159.5 Wc have carefully considered the Armed Forces’ suggestion 
regarding automatic applicability of educational concessions to the wards of those 
affected in war-like operations and do not find it feasible to accede to the same. 
We have also examined the Armed Forces suggestion regarding the removal of the 
ceiling on reimbursement of the cost of books, stationery and uniforms and 
recommend that the existing ceiling on reimbursement of cost of books, 
stationery, uniforms and clothing may be enhanced by 50%. 


EDUCATIONAL CONCESSIONS/FACILITIES FOR SERVING 
DEFENCE PERSONNEL 


159.6 On the issues relating to children of serving defence personnel, the 
Armed Forces have suggested that the wards of the defence personnel should be 
given guaranteed admissions in Kendriya Vidyalayas (KVs) and should be treated 
as having the first priority for admissions irrespective of the number of transfers, 
with more powers for Chairman of Kendriya Vidyalayas (KVs) to monitor 
admissions They have also suggested that the domicile rules for admission of their 
wards in colleges and professional institutions be waived. On the existing schemes 
for children's educational assistance, the Armed Forces have suggested some 
rationalisation and enhancement of the rates. 

159.7 With regard to the issue of priority for wards of defence personnel 
in .KVs, we have been informed by the Ministry of Human Resource Development 
(HRD) that the wards of defence personnel are always in Category-I for admissions 
into all KVs of civil and defence sectors irrespective of the number of transfers. 
However, as per the general Government policy, priority in admissions to KVs can 
not be totally delinked from the number of transfers during the last seven years. 
The Ministry have further stated that since the demand for admissions to KVs is 
always higher than the number of seats available, admissions for wards of defence 
personnel can not be guaranteed. 

159.8 Considering all relevant factors, we are inclined to go by the 
Ministry's views. However, in order to provide greater educational 
opportunities to the wards of the Armed Forces personnel, more KVs should 
be opened in the defence sector. 

159.9 Regarding the monitoring of admissions by the Chairman of KVs, 
the Ministry of HRD have clarified that admissions Sire the prerogative of the 
Principals who are supposed to abide by the laid down guidelines in this regard and 
the Chairman can only be apprised of the admissions finalised by the Principals. 

159.10 The existing arrangement, as explained by the Ministry, is quite 
in order and we do not recommend any change in it. 
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159.11 On the issue of domicile for admissions in colleges and 
professional institutions for wards of defence personnel as well as civilians with all 
India transfer liability, we feel that a piece of central legislation is urgently 
required so as to relate domicile of such personnel to either the state to which 
they belong or the state from which their wards have taken their 10+2 
examination. We, therefore, suggest that the matter be taken up by the 
Ministry of HRD on a priority basis. 

159.12 The existing children’s educational concessions are commonly 
admissible to both the defence personnel and civilian employees. We have 
considered the Armed Forces suggestions while formulating our general 
recommendations on children's educational concessions. Our general 
recommendations on them will equally apply to the Armed Forces personnel. 
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PRESENT POSITION 


160.1 Leave entitlements of Armed Forces personnel are more liberal 

than those of civilian employees, in view of the consideration that they always 
remain in full mental and physical readiness for performing military duties. The 
existing entitlements are as follows: 



Officers 

PBOR 

a) Annual Leave 

60 days 

60 days 

b) Casual Leave 

20 days 

30 days 

c) Furlough 

60 days in 
a cycle of 

3 years 

Not applicable 

d) Sick Leave 

24-30 

months 

No limit 


160.2 As in the case of civilian employees, casual leave due in a year can 
only be taken within the year. Annual leave admissible in each calendar year is 
60 days. In case of PBOR, while proceeding to a leave station which necessarily 
involves a journey of more than two days each way, additional leave in excess of 
annual leave or accumulated leave is granted to cover the journey period in excess 
of two days each,way. 

160.3 Unavailed portion of annual leave subject to a maximum of 30 
days in a year can be accumulated upto 240 days for encashment on retirement. 
The amount of encashment in the case of Armed Forces personnel is further 
restricted by the number of years of service put in. Armed Forces officers on 
superannuation are entitled to encash a maximum of 210 days if they have rendered 
less than 22 years' service. However, if service rendered is 22 years and above, 
encashment upto 240 days is permitted. In the case of officers leaving on own 
request and for PBOR, the entitlement is as follows : 





Furlough 


Sick Leave 
- Officers 


Sick Leave 
PBOR 


Leave on 

Posting 

Abroad 


Service at time of 

Reti remen t/Discha rge 

Quantum of Leave 
Encashment 

1 22 yrs. and above 

240 days 

2. 20 yrs. and above and less than 22 yrs. 

210 days 

3.17 yrs. and above and less than 20 yrs. 

105 days 

4. Less than 17 yrs. 

S 

90 days 

For all Armed Forces personnel who die while in service, leave encashment is 
allowed in the following manner: 

Service at the time of Death 

Quantum of/Encashment 

a) Below 17 years 

180 days 

b) 17 yrs. and above but below 22 yrs. 

210 days 

c) 22 yrs. and above 

240 days 


160.4 Furlough can be compared with half-pay leave of civilians and is 
granted only to Commissioned Officers. The period of leave admissible as 
furlough, which is non-accumulative, is two months for every three calendar years 
and can be availed at any time after the commencement of the 3-year cycle. 

160.5 There is no difference between attributable and non-attributable 
diseases for the purpose of grant of sick leave. Sick leave on medical certificate is 
admissible to Commissioned Officers for a period upto 6 months in the first 
instance. Thereafter, provided there is reasonable prospect of an officer becoming 
fit for duty, extension of sick leave by 3 months at a time on the recommendation 
of the competent medical board may be granted upto a maximum of 12 months, 
extendable upto 24 months. Officers on flying duties, if they are injured or ill as a 
direct result of a flying accident, can be granted sick leave upto a maximum of 2 
1/2 years. Sick leave is granted cm full pay for six n. s and on furlough/half pay 
after that. However, full pay for further period may ? granted after Government 
sanction for attributable cases. 

160.6 For Personnel Below Officer Rank, the entire period spent in a 
military or recognised civil hospital is treated as on duty for individuals who fall 
side while on duty. After discharge from hospital, sick leave may be granted on the 
recommendation of competent medical authority. There is no limit to such leave, 
except that it should be restricted to a period in which there is a reasonable 
prospect of the individual becoming ftt for duty. 

160.7 Leave entitlement on posting abroad to Indian Embassies or 
Missions is the same as entitlement in India. For personnel sent abroad on course 
of instruction or on deputation, casual leave is granted by Heads of Missions 
subject to the condition that its grant should not have the effect of extending the 
period of deputation. Annual leave is given to coincide with recognised breaks in 
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courses of instructions Officers who take leave in continuation of the 
dcpulation/coursc of instruction abroad for personal reasons do not have benefit 
of the transit time for return journey being treated as duty, except when leave is 
either less than 14 days or less than 50% of period of duty abroad. Government 
sanction is required for grant of leave in excess of 14 days. 
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160.8 The Armed Forces have suggested that the present ceiling for 

encashment of leave should be enhanced from the existing 240 days to 360 days, 
with annual encashment of unavailed portion ofleave being permitted upto 30 days 
in a year. It has further been suggested that the quantum of encashment of leave 
should be delinked from number of years of service. Extension of the provision of 
accumulation, commutation and encashment of leave to furlough has also been 
proposed. 


OUR RECOMMENDATIONS 


160.9 We have studied in detail the existing provisions relating to 

encashment of leave of Armed Forces personnel. We find that the ceiling on 
encashment available to service personnel has always been linked to the maximum 
leave encashment available to civilian employees and ceilings for Armed Forces 
personnel have been raised consequent on such increase for civilians. For civilian 
employees, in our chapter on Leave Entitlement, we have recommended that the 
ceiling on encashment of leave may be raised from 240 days to 300 days. We have 
also suggested that this increase of 60 days may be permitted to be encashed at the 
time of availing LTC subject to the following conditions: 

i) The total leave so encashed during the entire service career should not 
exceed 60 days; 

ii) Earned leave of at least an equivalent duration is also availed of 
simultaneously by the employee; 


iii) A balance of at least 30 days of earned leave is still available to the credit 
of the employee after taking into account the periods of encashment as 
well as leave; and 


Our 

Recommen¬ 

dations 


iv) The period of leave encashed should be deducted from the quantum of 
leave that can be normally encashed by him at the time of superannuation 
to the extent that the leave then accumulated is in excess of 240 days. 

160.10 Keeping in view our recommendations with regard to civilian 

employees, we suggest that ceiling on encashment ofleave for Armed Forces 
personnel be also raised from 240 days to 300 days As regards the proposal 
to delink the encashment from number of years of service, owing to the lesser 
number of years of service and early retirement of service personnel, we are unable 
to accede to the proposal. We therefore recommend the following revised 
ceilings on encashment ofleave for Armed Forces personnel: 
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TABLE : CEILING ON ENCASHMENT OF LEAVE 

FOR ARMED FORCES PERSONNEL 

No. of yrs. of Service 

Quantum of Encashment 

1. Officers on Superannuation 


a) 22 yrs. and above 

300 days 

b) Below 22 yrs. service 

265 days 


2. Officers leaving on own request and PBOR 


a) 22 yrs. and above 

300 days 

b) 20 yrs. and above and 

265 days 

less than 22 yrs. 

c) 17 yrs. and above and 

132 days 

less than 20 yrs. 

d) Less than 17 yrs. 

113 days 

3. In case of death in Service: 

a) 22 years and above 

300 days 

b) 17 years and above but 

265 days 

below 22 years 

c) Below 17 years 

225 days 


Annual 

Encashment 


Leave when 

serving 

Abroad 


Review of 

Leave 

Entitlement 


160.11 With regard to the new provisions concerning encashment of leave 
at the time of availing LTC, we suggest that encashment may be permitted for 
Armed Forces Personnel also subject to the conditions suggested for civilians, 
to the extent of additional number of days proposed to be added to the ceiling for 
them. We however do not agree with the Armed Forces proposal to allow 
accumulation, commutation and encashment of furlough for officers as it would not 
be justified to grant a concession to service officers which is not granted to PBOR. 

160.12 The Armed Forces have also proposed removal of the requirement 
for Government sanction in case of grant of leave exceeding 14 days for personnel 
serving abroad. We have examined the issue and feel that the existing position is 
reasonable and no change is warranted. 

160.13 The IDS A Report on manpower optimisation in the Armed Forces 
has suggested that leave entitlement of Armed Forces personnel may be re¬ 
examined and annual leave brought down to 30 days in a year and suitable 
monetary compensation introduced instead. present entitlement is based on 
the concept that servicemen.-should avail themselves of annual leave regularly so 
that they keep themselves fit for military duties. Secondly, the present entitlement 
also ameliorates to some extent the problem of separation from family especially 
in the case of PBOR. We are, therefore, not in favour of any reduction in th< 
existing leave entitlement. 
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160. i 4 Willi regard to encashment of leave for DSC personnel it has been 

suggested that DSC personnel should be permitted to accumulate leave at par with 
other service personnel. We have considered the suggestion and recommend that 
DSC personnel may be allowed to accumulate and encash leave upto limits 
available to service personnel, subject to the condition that period of annual leave 
encashed should be included in the period of accumulation. 
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INTRODUCTION 


161.1 Our terms of reference with regard to pensionary benefits of 
Armed Forces personnel are identical to those for civilian employees, i.e. 

"To examine,with a view to having a proper pension structure for 
pensioners, the existing pension structure including death-cum- 
retirement benefits and make recommendations relating thereto 
which may be desirable and feasible." 

161.2 We have considered the peculiar conditions of service and nature 
of duties of Armed Forces Personnel while arriving at their salary structure and 
allowances etc. While our approach to the general principles governing the 
pensionary benefits would apply to Service personnel also, their peculiar conditions 
of service and their impact on the pension structure are also required to be 
considered separately. 

161.3 The 'non-effective' or retirement benefits of Armed Forces 
personnel include retiring pension, family pension, disability pensions and Death- 
cum-Retirement Gratuity (DCRG) provisions. While the scheme of family pension 
and DCRG are by and large similar to those for civilian employees, the scheme for 
disability pensionary awards shows some differences as these are based on flat 
rates against percentage rates for civilians. The distinctive features of military 
service mainly find compensation in retiring pension granted to service personnel. 
We have discussed below the historical background so as to highlight the specific 
provisions made with regard to the Armed Forces. 
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HISTORICAL PERSPECTIVE 


161,4 The pension code for Armed Forces personnel has been evolved 

on the basic principles enunciated by the Armed Forces Pension Revision 
Committee (AFPRC), 1950. In the case of Service Officers, the AFPRC based its 
recommendations on die principle that the scheme of pensions should secure to the 
government, services of officers in the prime of their life and after that induce 
retirement at reasonable rates of pensions. The rates of pension should further be 
arranged so as not to induce continuance in service to gain more pensions once they 
have ceased to be useful. For Service Officers, the Committee recommended the 
introduction of the concept of standard years of service for pension and also 
suggested rates of deduction from standard pension where actual service rendered 
was less than standard service. For PBOR, the AFPRC had followed the pension 
scheme for civilians and no compensatory element in pension was provided. On 
the contrary, there was a depression of 2 years IN qualifying service if service 
rendered was 15 to 17 years and one year if actual service was 18 to 23 years. The 
Committee held that parity between civil pension and service pension should be 
achieved only at 24 years of service as soldiers who retired early would be capable 
of securing a second employment. The depression in qualifying service in the case 
of PBOR was abolished with effect from 1.3.1968 on the recommendations of the 
Kamath Committee (1968). 

1615 The scheme of Death-cum-Retirement Gratuity was introduced for 

Armed Forces personnel with effect from 10th Sept., 1970 and the then existing 
rates of pension were depressed by 16% in the case of officers and 11% in the case 
of PBOR in order to offset this provision. 

161.6 The Third CPC went into the pensionary provisions in detail and 
evolved the following basic principles: 

1. Pensions should be regulated in a manner so as to enable servicemen to 
earn full pensions at a relatively younger age as compared to civilians. 

2. Length of service beyond a point should not influence pension so as to 
discourage personnel from continuing in service in order to earn higher 
pensions. 

3. in element of compensation in pensions for early termination of career 
should be provided in an explicit manner. 

161.7 In line with the principles enunicated by them, the Third CPC 
continued the scheme of standard retiring pensions for commissioned officers. The 
rate of pension was equated to civilian rates and the compensatory element was 
provided by a) introducing a system of weightage in qualifying service and b) 
calculating pension on the maximum of the pay scale. For PBOR also, a system 
of weightage of five years in qualifying service and calculation of pension on the 
maximum of the pay scale was introduced. 

161.8 In 1979, when civilian employees were brought on to the slab 
system of calculation of pensions, service personnel were also granted the benefit. 
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Fourth CPC's 161.9 The Fourth CPC recommended that retiring pension for Service 

v,ews Officers may be calculated on the pay and actual qualifying service rendered by 

them in view of the introduction of the integrated pay scale. The system of 
weightage was however, allowed to continue. For PBOR, no change was suggested 
in the scheme of pensions and the compensation as suggested by Third CPC 
continued. 


Parity in 161.10 Subsequently on the recommendations of a High Level 

Pensions Empowered Committee, the Government granted in 1992 a One Time Increase' in 

order to bridge the gap in pension between past and present Armed Forces 
pensioners. 


DEMANDS 


Armed Forces 161.11 We have received proposals with regard to the pension structure 

Proposals both from the Armed Forces and from various Ex-servicemen's bodies. The Armed 

Forces have suggested the following broad principles for formulating the pension 
structure. 

(i) pension to enable the serviceman to maintain a near similar standard of 
living after retirement, 

(ii) full protection of pension against inflation, 

(iii) simplification of pension procedures, 

(iv) parity in pensions between past and future pensioners, 

(v) provision of second employment till universal age of retirement, 

(vi) edge in monetary value of pensioners and instead of weightage a higher 
rate of pension, 

(vii) introduction of a system of ex-gratia awards; and 
(viii) modification in the scheme of retiring pension. 


OUR RECOMMENDATIONS 


161.12 We have gone into these suggestions and other suggestions made 

by Ex-servicemen bodies in the context of the compensations provided in 
pensionary benefits through successive Committees/Pay Commissions. The guiding 
principle has been that the organisational need to retain young and physically fit 
manpower should influence pensions in a manner as not to encourage continuance 
in service beyond a certain point and that this curtailment should be compensated 
in an explicit manner. However, pension is not expected to be the sole means of 
livelihood of personnel retiring at a young age. Effective arrangements have to be 
made for resettlement of Ex-servicemen and the government's responsibility in this 
regard has also been emphasised. In our opinion, these imperatives have not 
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undergone any substantial change over the years and still continue to be relevant 
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161.13 With regard to the specific proposals made by the Armed Forces, 
the requirement of maintaining a standard of living and protection of pension 
against inflation are general issues and have been covered in our general chapter 
on the principles governing pensionary benefits. The principle of parity in 
pensions has also been considered in our chapter on Past Pensioners. 

161.14 On the issue of enabling personnel to serve till the universal age 
of retirement, we feel that the State has a responsibility to ensure smooth transition 
to civilian life and suggest that purposive efforts be made in this direction. Specific 
suggestions in this regard have been made in our chapter on Ex-servicemen. With 
regard to immediate compensation in pension, in our opinion, the existing system 
of weightage ensures a reasonable amount , of pension and also effectively 
neutralises the effect of a truncated career. We are therefore in favour of 
continuing the practice of providing an edge through the system of weightage. 
We also feel that additional compensation in the case of death attributable 
to service should be available in the form of ex-gratia awards in order to 
motivate personnel who undertake risky duties. 

161.15 In our opinion, the higher percentage of commutation available to 
Service Personnel also provides a greater lumpsum monetary benefit and a larger 
number of Service pensioners are able to avail of the provisions of restoration of 
commuted portion of pension because of their retirement at an early age. In view 
of the benefits granted by the scheme, we have not suggested any differential in the 
period of eligibility for restoration. 

161.16 While formulating our proposal on pensions, we have kept in mind 
the broad principles outlined above and have tried to incorporate also the effect of 
any changes in conditions of service on the civilian side which are likely to have an 
impact on the Armed Forces personnel, significant among them being the 
recommendation to increase the weightage by two years in view of the 
proposed increase in retirement age for civilians. In areas where pension 
procedures have been found to be cumbersome and prone to inordinate delays, we 
have also suggested simplification of procedures so that Servicemen do not have 
to suffer on this account. 
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INTRODUCTION 


162.1 The imperatives of maintaining a youthful profile of the Armed 

forces necessitates that personnel are discharged at a relatively young age after 
completing their terms of engagement. On an average, about 55,000 personnel 
retire from the Armed Forces every year. The scheme of retiring pension for 
Armed Forces personnel broadly corresponds to the scheme available to civilians 
but certain additional features have been provided as compensation for the peculiar 
hierarchical structure and the operational requirement of keeping the Armed Forces 
young and physically fit. 


EXISTING POSITION 


162.2 We have already indicated elsewhere the present ages of 

superannuation of officers and terms of engagement of PBOR. The minimum 
pensionable service for Commissioned Officers is 20 years and that for PBOR is 
15 years. Based on the recommendations of the Third CPC, a weightage in 
qualifying service was introduced for both officers and PBOR and pension was 
calculated on the maximum of the pay scale. The Fourth Pay Commission 
recommended an integrated pay scale for officers from 2nd Lt. to Brigadier. They 
recommended continuance of the weightage but suggested that retiring pension may 
be based on actual service rendered and pay drawn by an officer during the last 10 
months of service. The formula for calculation of retiring pension of service 
officers is, therefore, identical to the formula for civilian employees. Since the pay 
structure for PBOR did not undergo any change, no change in the scheme of 
standard pension for each rank and group was made. Retiring pension for PBOR 
is thus calculated on the maximum of. the scale including 50% of the highest 
classification pay of the rank held and the group in which paid for at least 10 
months. The quantum of pension for both officers and PBOR is 50% of 
reckonable emoluments. The existing weightage in qualifying service for PBOR is 
5 years and for service officers, the following weightage exists: 
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Impact of 
weightage 


Rank Service Officers MNS Officers 

(Weightage in Years) 


Subaltern 9 

Captain 9 7 

Major 8 6 

Lt. Col.(TS) 5 5 

Lt. Col.(S) 7 

Col. 7 5 

Brig. 5 5 

Maj. Gen. 3 3 

Lt. Cbn. 3 

Lt. Gen. (Army 3 

Commander/VCOAS) 


COAS 3 


162.3 The impact of the weightage for officers is that it enables them to 

earn full pension if they serve up to their compulsory age of retirement. For PBOR, 
however, pensions still continue to remain depressed upto 28 years of qualifying 
service. However, the addition of weightage, where period of qualifying service 
prescribed for earning pension is itself lower than the period prescribed for civilian 
employees, is a considerable benefit. 


RECKONABLE EMOLUMENTS 


162.4 The reckonable emoluments for the calculation of pension are 

determined with reference to the emoluments drawn during the last 10 months of 
service and are as follows: 

i) Officers* Average of pay including stagnation increment, rank pay 

and NPA, if any, drawn during the last 10 months of 
service. 

ii) PBOR- Maximum of the pay scale including 50% of the highest 

classification pay, if any, of the rank held and the group 
in which paid continuously for at least 10 months before 
discharge. 


COMMUTATION OF PENSION 


162.5 In view of the early retirement and the need for resettlement, a 

higher percentage of commutation is permitted to Armed Forces personnel. While 
civilians can commute 33% of their pension. Service Officers can commute 43% 
and PBOR 45% of pension. As in the case of civilians, service personnel are also 
authorised restoration of commuted portion of pension after 15 years. 
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DEATH-CUM RETIREMENT GRATUITY 


162.6 The Death Cum Retiring Gratuity (DCRG) scheme was 

introduced for the Armed Forces in September, 1970. On the introduction of the 
DCRG Scheme, pension was depressed by 16% for Officers and 11% for PBOR. 
Till the Fourth Pay Commission, weightage in qualifying service for working out 
retiring pension was not added for purpose of DCRG. Based on the Fourth CPC's 
recommendations, addition of 5 years to actual qualifying service for determining 
DCRG subject to a maximum of 33 years of service has been allowed. Quantum 
of DCRG is determined by the same formula that is applicable to civilian 
employees. 


RETIRING/SERVICE GRATUITY 


162.7 Where service rendered is less; than 20 yrs. in the case of officers 

and 15 yrs. in case of PBOR retiring/service gratuity is paid. The min. period of 
qualifying service for earning gratuity is 10 yrs in the case of service officers and 
5 yrs. in the case of PBOR. Till Fourth CPC service gratuity was paid at reduced 
rates in case of discharge on compassionate grounds or personal reasons. The 
Fourth CPC recommended that there should be no reduction in service gratuity 
irrespective of type of retirement for Armed Forces personnel. The existing rate of 
retirement gratuity is 1/2 month's emoluments for each completed six monthly 
period of qualifying service. 


ARMED FORCES PROPOSALS 


162.8 With regard to retiring pension, the Armed Forces have suggested 

that: 

i) On account of early retirement, pension should be equal to pay last drawn 
till universal age of retirement, unless suitable alternative employment is 
provided. 

ii) After universal age of retirement and in case of premature retirement, 
normal retiring pension should be 75% of emoluments. 

iii) Linkage with 33 years of service should be done away with. 


OUR RECOMMENDATIONS 


162.9 In our chapter on Principles of Pension Determination we have 

discussed in-detail our approach to retiring pensions of service personnel. Against 
the backdrop of our approach, we have considered the suggestions made by the 
Services and feel that the proposal to grant pay last drawn till universal age of 
retirement cannot be accepted in view of the fact that for a serviceman retiring 
early, his pension is not expected to be his sole means of livelihood and he can be 
reasonably expe ed to find second employment. Govt, already has several 
schemes for rehaoilitation of exservicemen including reservation of jobs in 
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Government Earlier Pay Commissions have also fell that the State should make 
effective arrangements to assist rehabilitation and pensionary benefits alone should 
not be looked upon as the means of compensation for early retirement. We 
therefore, feel that schemes for rehabilitation of ex-servicemen have to be 
strengthened and some new schemes introduced so as to make transition to 
civilian life easier. It is pertinent to mention that Servicemen, when they join the 
Armed Forces, are aware of the terms of engagement and possible curtailment of 
career due to the operational requirements of the service. While we have separately 
suggested a lateral shift to CPOs for Armed Forces personnel, in our view the role 
of the State should be restricted to providing re-employment where possible and 
in assisting resettlement while not necessarily guaranteeing it. 

162.10 In view of the above, we do not suggest any change in the present 
method of calculation of retiring pensions for service personnel. As far as the 
quantum of pension as a percentage of pay is concerned, the changes in the 
formula proposed for civilians would also apply to Armed Forces personnel 
i.e pension may be calculated at 50% of reckonable emoluments which will 
be worked out on the basis of 6 months instead of 10 months as at present. 

162.11 The rationale behind linkage with 33 years is that both civilians 
and service personnel who have rendered less service should be given equal 
treatment. For shorter terms of employment, compensation has been provided 
separately in terms of weightage and reckonable pay. In our view, this approach 
is reasonable and should continue. At present, while pensions of PBOR are 
depressed due to the linkage with 33 years of service, for officers who serve till 
their compulsory age of retirement, due to the weightage element there is actually 
no depression in pensions. However, since the present ages of retirement of 
defence personnel are being retained, there is justification for of some increase in 
the weightage in qualifying service in view of the proposed increase in the general 
age of retirement for civilians. It is therefore suggested that weightage in 
qualifying service for pensions may be increased to 7 years against the 
existing 5 in the case of PBOR and a two year increase in the existing norms 
of weightage may also be given to officers. 

162.12 With regard to service/retiring gratuity, it has been suggested that 
for individuals taking retirement between 10 and 20 years for officers and 5 and 15 
years for PBOR, retiring gratuity should be revised to one month's emoluments for 
each completed six monthly period of service. We have examined the issue in the 
context of similar provisions for civilians and do not suggest any change. 

162.13 With regard to commutation of pension, while we suggest no 
change in the extent of commutation, provisions on restoration of pension after 
12 years instead of 15 years as at present, suggested for civilian personnel 
would also apply to the Armed Forces pensioners. The provisions on DCRG 
suggested for civilian employees would also equally apply to service 
personnel. This would base their calculations on.pay + dearness allowance 
on the date of retirement, as also do away with the ceiling. 

162.14 The weightage of 5 years in qualifying service for calculation of 
DCRG may, however, continue. We also do not suggest any change in the elements 
of pay included for grant of pension. 
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PENSIONARY TERMS IN RESPECT OF JCOs/OR GRANTED 
EMERGENCY/SHORT SERVICE COMMISSION 


162.15 Serving JCOs and Other Ranks granted Emergency Commission 
/Short Service Commission have tghe option to cither draw pension based on pre- 
commissioncd service with gratuity payable for EC service or to count emergency 
commission service towards pension. Service rendered in the ranks prior to grant 
of Emergency or Short Service Commission is counted in full towards 
commissioned service for those personnel and minimum qualifying service for 
pension is 12 years against 20 years in case of regular commissioned officers. 

162.16 It has been suggested that for these officers, pension should be 
calculated in the same manner as recommended for other regular commissioned 
officers without any change in existing provisions on minimum qualifying service 
and counting of service. 

162 .17 We have considered the issue and recommend that calculation of 

pension may be done for these personnel on the same basis as for regular 
commissioned officers i.e. on the basis of pay drawn for the last 6 months of 
sen ice. 
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INTRODUCTION 


163.1 The scheme of family pensions for Armed Forces personnel 

corresponds to the scheme available for civilian employees. Family pension is 
granted to family or dependents of personnel in the event of death in service or after 
retirement At present, the following three types of family pension are admissible 
depending on the circumstances of death . 


1 Ordinary Family Pension when death is on account of causes 
neither attnbutable to nor aggravated by military service 

2. Special Family Pension when death is attributable to or 
aggravated by military service and 


3 Liberalised Special Family Pension when the serviceman is killed 
in action or dies of wounds or injuries sustained in action or 
during hostilities 

163.2 The quantum of pension presently granted is the same as that 

granted to dependents of civilian employees under similar circumstances. 

163 3 The Armed Forces have suggested that there should be only two 

types of family pension, the first being admissible on death while in service or after 
retirement, and the Liberalised Family Pension to be applicable to families of 
servicemen who die in battle in operational areas or while on internal security 
duties The rate of family pension to be granted under normal circumstances 
should be equal to retiring pension which he would have been drawing had he 
retired at the age when he died. Depression of family pension by 25% where the 
personnel deserted or was absent without leave or refused to take medical treatment 
or indulged in wilful misconduct has been suggested. It has also been suggested 
that families of Short Service Commissioned Officers and Emergency 
Commissioned Officers and next of kin of single officers may also be granted this 
pension A proposal to entitle widows to pension on re-marriage has also been 
made 
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163.4 With regard to liberalised family pension, pension equal to 

rcckonablc emoluments last drawn has been suggested to be paid. It has been 
proposed that Liberalised Family Pension should be applicable to families of 
servicemen who die in battle, in operational arca/sca or while on Internal Security 
Duties while handling live mines/explosivcs/ammunition, in battle inoculation 
exercises or in aircraft/ parajumping/diving accidents. Automatic application of 
provisions of liberalised family pension rules in cases of death has been demanded. 
An ex gratia amount of Rs.5 lakh and provision for commutation of pension have 
also been suggested. With regard to Children Allowance, raising of the amount to 
Rs.500/- per month per child has been proposed. 


OUR RECOMMENDATIONS 


163.5 We have considered the suggestions made by the Services and 
have, in the relevant chapter, considerably liberalised the scheme of family 
pensions. While doing so, we have specifically kept in view the difficult conditions 
under which the Armed Fores Personnel have to operate. Our recommendations 
in this regard are applicable to the civilians as well as the Armed Forces personnel. 
For the same reason we have introduced a scheme for liberal ex-gratia payments 
which would also be applicable to the Armed Forces. We, however, do not 
recommend commutation of family pensions. Our recommendations on certain 
specific demands of the Armed Forces are however indicated below. 

163.6 The Ordinary Family Pension Scheme for service personnel is 
based on the corresponding scheme on the civil side. We suggest continuance of the 
existing parity and our recommendations with regard to Family Pension for 
civilians will also apply to Armed Forces pensioners. We are however, not in 
favour of any depression in family pension under the circumstances suggested by 
the Armed Forces nor do we recommend grant of Ordinary Family Pension to 
families of Short Service and Emergency Commissioned Officers. 

163.7 Based on the recommendation made by Third CPC, the Special 
Family Pension Scheme for Armed Forces personnel was brought on the pattern 
suggested for Extraordinary Family Pension of civilians. While the rates of 
pension under the two schemes are identical, a major difference exists in the facility 
that PBOR of the Armed Forces have of nominating anyone of the eligible 
nominees of the family for the first award of special family pensions and of 
transferring the same in full to the widow regardless of her financial position in the 
event of death of parents. We have in our recommendations made in the relevant 
chapter suggested that Extraordinary Family Pension be granted at a uniform 
rate of 60% of reckonable emoluments irrespective of whether the widow has 
children or not, which would apply to Armed Forces personnel also. We however, 
do not recommend any change with regard to system of nomination available to 
PBOR. 

163.8 Consequent on the issue of Government order notifying an 
operation as eligible for grant of liberalised family pension, Liberalised family 
pension at reckonable emoluments last drawn is sanctioned. The nature of 
casualties presently qualifying for grant of liberalised pension are those which take 
place: 
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i) as a result of action in international wars, 

ii) as a result of participation in war-like operations or border 
skirmishes with other countries, 

lii) during action against armed hostiles 

iv) during action with a peace keeping mission abroad, 

v) during laying or clearance of mines including enemy mines as also 
minesweeping operations between one month before the 
commencement and three months after the conclusion of the 
operations, 

vi) on account of accidental explosions of mines while laying 
operationally oriented mine-fields or lifting or negotiating mine¬ 
fields laid by the enemy Or own forces in operational areas near 
international borders or the line of control, 

vii) as a result of attack by extremists, terrorists, anti-social elements 
etc. or during action against dacoits, smugglers, hostiles etc; and 

viii) as a result of operations specially notified by the Govt, from time 
to time. 

163.9 In the case of PBOR, there is provision for a second life award in 

case the first recipient dies or is disqualified. In our Chapter on extraordinary 
pensions for civilians, we have discussed in detail the circumstances under which 
the provisions of liberalised family pension scheme would be applicable. We find 
that the various circumstances suggested by the Armed Forces for grant of 
liberalised family pension have been covered either under provisions of Special 
Family Pension or Liberalised Family Pension rules and suitable lumpsum ex- 
gratia would also be admissible depending on the circumstances of death. In view 
of this, while we recommend continuance of the scheme of second life awards, the 
provisions suggested for civilians may also apply to Armed Forces personnel. 
However, in the case of casualties in battle inoculation exercises, where 
liberalised family pension is presently paid at 90% of reckonable emoluments, 
we recommend that liberalised family pension at reckonable emoluments last 
drawn may be authorised. Regarding the grant of ex-gratia sums, our 
recommendations made for civilians would equally apply to service 
personnel. 


REMARRIAGE OF WIDOWS 


163.10 As per existing provisions, widows in receipt of ordinary family 

pension are denied family pension on re-marriage and the pension passes to eligible 
children in order of birth. In the case of remarriage of widows who are in receipt 
of Special Family Pension, special family pension at rates prescribed for childless 
widows is paid to children. In the case of Liberalised Family Pensionary Awards, 
the widow continues to draw liberalised pension if she marries the real brother of 
the deceased. If she marries with a person other than the real brother of the 
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granted children allowances. The liberalised family pension passes on to the 
parents of the deceased at rates which arc regulated on the basis of whether 7 years 
have passed or not from the date of death of the personnel. 

163.11 It has been represented that the existing provisions with regard to 
regulation of pensions on remarriage of widows lead to unnecessary hardship to 
them and that they should continue to remain entitled to full pension after 
remarriage. 

163.12 We have considered the suggestion and feel there is some 
justification in the demand. We, therefore, recommend that for all types of 
family pension, on remarriage of widows, pension may be regulated as 
follows: 

If she has children 


a) If she continues to support 
children after re-marriage - 


Full Pension 


b) If she does not support 
children after remarriage 


Pension to pass on 
to children 


c) If widow has no children 


Full Pension 


163.13 We suggest that Government may frame suitable 

rules to regulate the above and recommend that these provisions may apply 
irrespective of whethershe remarries the real brother of the deceased or not. 
We also suggest that the question of applying the same provisions 
prospectively to widows who may have re-married in the past may be 
considered separately by the Government. 


CHILDREN ALLOWANCE 


163.14 Children allowance at Rs. 150/- per month per child for Officers 
and at Rs. 100/- per month per child for PBOR, is presently granted in case of 
Liberalised Pensionary Awards under the following conditons : 

1. if the widow remarries a person other than the brother of the 
deceased 

2 if the serviceman is survived not by a wife but only children, all 
children together are granted SFP at childless widow rates and 
children allowance in addition, 

3. in case of second life award, after 7 years. 

163.15 It has been suggested that Children Allowance should be enhanced 
to Rs.500 p.m. and rates thereof may be revised whenever pensions are revised. 
We have examined the existing conditions of applicability of the allowance, and in 
view of the proposed rationalisation of special family pension rules and provisions 
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on rc-marriagc of widows, wc recommend that the children allowance may be 
abolished. 
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INTRODUCTION 


164.1 Armed Forces personnel retired/invalided out from service on 
account of disability attributable to or aggravated by such service and assessed at 
20% or more on retirement/invalidment are awarded a disability pension. While 
the basic scheme of disabiltiy pension corresponds to the scheme for civilians, the 
distinctive feature is that disability element for service personnel is fixed at flat 
rates while civilians are granted disability element at a percentage of pay equal to 
admissible family pension. 

164.2 The various kinds of disability pensionary benefits include i) 
Disability Pension, ii) Invalid Pension/Gratuity and lii) War Injury Pension. The 
disability pension comprises service element and disability element. The service 
element is determined with reference to service rendered at the time of invalidment 
and disability element is determined with reference to the degree of disablement. 
Invalid pension is granted to Armed Forces personnel invalided out of service on 
account of causes neither attributable to nor aggravated by military service, after 
completion of 10 years of service but before minimum period for grant of pension. 
If the period is less than 10 years, invalid gratuity is paid. War Injury Pension is 
paid to service personnel boarded out of service after sustaining injuries in war or 
warlike conditions as specified by Govt, from time to time. 

164.3 In cases considered for sanction of disability pension to service 
personnel, a Release Medical Board is held in Military Hospitals. The Medical 
Board proceedings are then sent to Army Hqfs. in the case of officers and to the 
Record Office in the case of PBOR. In the case of officers. Army Hqrs. in 
consultation with the Medical Advisor (Pensions) in the DGAFMS forwards the 
case to the Government for notification of disability pension and on the basis of the 
Govt, sanction, disability pension is authorised by CCDA(Pensions). In the case 
of PBORs the medical board proceedings are sent alongwith the pension 
documents to the CCDA (Pensions) for adjudication of the claim in consultation 
with the Medical Adviser (Pension) (also under DGAFMS), stationed for this 
purpose in the office of the CCDA(P) Allahabad. The Medical Adviser 
recommends sanction of disability pensions based upon the degree of disability and 
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ils altributability to or aggravation by military service after which the CCDA 
(Pensions) notifies the disability pension. If an individual desires to appeal against 
the decision, two appellate boards exist, the first at the level of Deputy Secretary 
(Pensions) and the second at the level of Raksha Mantri, which has RRM, Defence 
Secretary', Chief of Staff, DGAFMS and FA(DS) as its members 


DISABILITY PENSION 


164.4 Based on the Fourth CPCs recommendations, service element for 
both officers and personnel below officer rank is fixed at retiring pension 
admissible at the time of invalidment, after including weightage, even if actual 
length of service does not qualify for pension. In case of PBOR, service element 
is computed at not less than 2/3rd of minimum retiring pension. However, in case 
of injuries sustained by PBOR while on flying or parachute jumping duties or while 
being carried on aircraft, minimum pension of the rank and group is granted even 
if service rendered is less than 15 years. In all cases where the disability is assessed 
at 20% or less and the personnel is boarded out, only service element is paid. 

164.5 The amount of disability element depends on the degree of 
disability assessed by the medical board. The rates of disability element for 100% 
disability admissible over the years is tabulated below: 


Rank 

Pre Illrd 

After IHrd 

After IV 


CPC 

CPC 

CPC 


(in Rupees per month ) 

Officers 

170 

200) 

750 

Honorary 

Commissioned 

142.50 

170) 


Officers 




Subedar Major 

105) 

110) 

550 

Subedar 

90) 

) 


Naib Subedar 

65) 

) 


Havildar 

48) 

60| 

450 

Naik 

40) 

1 

\ 


Sepoy 

35 

1 

45| 



For disabilities less than 100% but not less than 20%, the rates are proportionately 
reduced. 


164.6 The Armed Forces have suggested that: 

I) the concept of non-attributability 1 of disability to service may be 

removed and all injuries/ disabilities in peace conditions should 
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ii) It has also been proposed that the service clement should continue 

as it exists and disability clement may be revised as under: 

a) For OR/NCs(E) - Rs. 1800/- p m 

b) For JCOs - Rs.2200/- p m 

c) Officers and Hony. - Rs.2900/- p.m 

Commissioned Officers 

164.7 We have considered the above demands and are of the opinion that 
the condition of attributabilty' is inherent in the scheme where government is 
expected to bear the liability of higher compensations. Therefore, we suggest 
retention of the concept of'attributability' of disability pension. However, we 
have suggested further classification of the scheme of disability pensions for 
civilian employees and have suggested that for disability sustained due to an 
accident while on duty or due to a violent action which need not necessarily take 
place while on duty service element without any depression i.e. at 50% of the 
recknoable emoluments may be paid. We suggest that for service personnel also 
the service element may be calculated in this manner under identical conditions. 
For other cases of disability, service pension may continue to be calculated on the 
basis of service rendered and subject to the existing conditions. With regard to the 
disability element, for civilians the disability element is granted at admissible 
family pension which is calculated on the basis of percentage of pay. We feel that 
calculation on the basis of percentage of pay may be more beneficial to the 
serviceman also. However, keeping in view the present minimum disability element 
for 100% disability admissible to other ranks as compared to minimum disability 
element of Rs. 375/- available to civilians, we feel there is a need to fix a suitable 
minimum disability element for Service personnel as distinct from the minimum for 
civilians. Therefore, in order to ensure uniformity and to provide a higher benefit, 
disability element for Service personnel may also be calculated as a 
percentage of pay i.e. equal to the admissible ordinary family pension but 
subject to a minimum of Rs. 1350 as disability element for 100% disability. 

164.8 We also feel that some rationalisation with regard to the degree 
of disablement is also required as the existing system is prone to delays. We 
suggest that for personnel boarded out of service due to disability attributable to 
service, the minimum disability element should be reckoned as 50% irrespective 
of what it actually is and where an individual can be retained in service with 
transfer in trade, remustering etc, the Armed Forces may, if possible, make 
provision to retain him till he completes his term of engagement, especially if the 
disability is of such a nature that is capable of improvement. However, we would 
not like to compromise on the requirement of physical fitness in the Armed Forces 
and would, therefore like to suggest that where it is not feasible to retain such 
personnel, a minimum disability element calculated at 50% may be paid. For 
individuals who are boarded out and degree ofdisability is assessed between 
50% and 75%, disability element may be authorised at 75% and for more 
than 75% disability, the element should be calculated at 100%. Thus there 
will be a broad-banding of the extent of disability and the likelihood of mistakes 
on disagreements would be minimal. 
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164 9 A suggestion to provide all Medical Board papers to personnel 

whose claim has been rejected has also been made. Wc find that the present 
position is that papers arc provided to the Board considering the appeal which, in 
our opinion, is reasonable We therefore, recommend that a communication 
indicating that the claim has been rejected and the reasons thereof only may 
be provided to the individual. 

164.10 The Armed Forces have also represented that the existing system 
of reassessment of disability after specified periods of time leads to considerable 
delays, thereby causing unnecessary hardship to the disabled pensioner. They have 
suggested that disability as stated in the Release Medical Board should be treated 
as final unless the individual requests for a review We have considered this aspect 
and agree that the existing system is prone to delays and since the personnel has 
been boarded out on the basis of the disability constant compensation is justified. 
We have already suggested rationalisation of the existing system of percentage of 
disability and in our opinion the scope for change in degree of disability would be 
minimised. We have also suggested that for disability capable of improvement, 
provision to retain personnel should be made. Considering all these, we agree with 
the proposal that disabilty once assessed may be treated as final unless the 
individual himself requests for a review. 

164.11 As regards the suggestion that disability pension be made 
admissible to personnel proceeding on voluntary retirement, since we have not 
suggested any change in the concept of boarding out due to attributable' disability, 
we feel that the existing provisions are reasonable and do not require any 
change. 

164.12 We have been informed that in case an Armed Forces personnel 
is found to have a disability which is accepted as attributable or aggravated by 
serv ice and is assessed at 20% or more for life but the individual is retained in 
service despite such disability, he is paid compensation in lumpsum in lieu of 
disability element. The rank for disability element in this case is the rank at the 
time of onset of disability and age next birth day is reckoned with reference to date 
of onset of disability with loading for age, if any, recommended by the Medical 
Board Once a compensation for this has been paid, further entitlement to 
disability element for the same disability ceases and no pensionary benefit is 
granted on this. We recommend that this system may be continued but for 
personnel retained in service, capitalised value of disability element should be 
paid on the basis of disability actually assessed and not at a minimum of 50% 
since these personnel enjoy the benefits of continuing in service. 


CONSTANT ATTENDANCE ALLOWANCE 


164 .13 Armed Forces personnel in receipt of disability pension for 100 

percent disablement are granted constant attendance allowance, if in the opinion of 
the invaliding/resurvey board such services are required. The existing rate of the 
allowance is Rs. 300 per month. It has been suggested that Coastant Attendance 
Allowance be revised to twice the minimum wage applicable to Gp. D civilian of 
Central Govt to cater to two attendants for round-the-clock attendance. In view of 
the fact that Constant Attendance Allowance is only admissible to personnel with 
100% disability and is granted if medical board accepts the necessity of constant 
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attendance, we recommend that the present rale be doubled to Rs.600/-pcr month. 


INVALID GRATUITY 


Invalid Gratuity 164.! 4 The rates of invalid gratuity are half month's emoluments for each 

six-monthly period of service. DCRG is paid in addition to invalid 
pension/graluity if minimum service of 5 years has been rendered. We suggest no 
change in the scheme. 


WAR INJURY PENSION 


Present Position 164.15 Based on the recommendations of Fourth CPC, War Injury Pay 

has been renamed as War Injury Pension and revised to reckonable emoluments last 
drawn for 100% disability. Where disability is less than 100%, War Injury Pension 
is proportionately reduced. However, no reduction below 60% of emoluments and 
below 80% of emoluments is made for officers and PBOR respectively, even if the 
disability is assessed at below 20%. In addition.to War Injury Pension, Retirement 
Gratuity is also paid counting service upto retirement age for the rank plus 
weightage of 5 years (not exceeding 33 years) War Injury Pension can also be 
commuted. 


Armed Forces 164.16 With regard to War Injury Pension the following proposals have 

Proposals been made by the Armed Forces- 


1. War Injury Pension be renamed as War/Operation Injury Pension 
and made admissible during war, operations, field service, 
sea/submarme service, Internal Security duties, handling live 
mines/ explosives/ammunition, aircraft/diving/para jumping 
accidents/battle inoculation and training exercises. It has also 
been suggested that it should automatically be applied without 
special Govt, notification. 


2. War Injury Pension should be the salary last drawn but not less 
than the salary of a Naik in the case of a PBOR; in the case of 
NCs(E) it should be that of a Eindal and for officers that of a Lt. 
Col. (TS). 

3. War Injury lumpsum compensation for those retained in service 
despite injury should be double the rates of Disability Element of 
Disability Pension. 


4. There should be no bar on grant of war/operation/ injury award 
on voluntary retirement. 


Authority for 
determining 
applicability 


164.17 We have considered the demands and find that on the civilian side 

the Administrative Ministry determines if provisions of liberalised disability 
pension are applicable in a particular case. This is sought to be changed to the 
pension sanctioning authority. It is suggested that for Armed Forces personnel 
also the pension sanctioning authority may be authorised to determine if 
provisions of war injury pension are applicable for individual accidents etc. 
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However, at present a Govt, Order notifying the operation as eligible for grant of 
liberalised disability pension is issued. This practice may continue. 

164.18 War Injury Pension is granted on the basis of reckonable 
emoluments last drawn No change in existing position is recommended, as in 
our view the compensation should not be more than the pay drawn by the 
personnel 

164.19 At present lumpsum compensation for disability element in war 
injury cases is calculated at double the rate of ordinary disability pension. In view 
of the changed scheme suggested for disability pension, we recommend that for 
lumpsum compensation for War Injury Disability, double the rate of Ordinary 
Family Pension may be reckoned for calculation of lumpsum amount. The 
minimum amount for such cases should be Rs.2700/- for 100% disability. 

164.20 War Injury Pension need not be extended to personnel proceeding 
on voluntary retirement as it is a special compensation for personnel boarded out 
of service on account of injuries sustained in battle. For personnel retained in 
service inspite of the disability, lumpsum compensation is admissible or they are 
allowed to give an option and even while opting for pension they are expected to 
serve till the age of superannuation. 


PROCEDURAL CHANGES 


16421 The Ex-servicemen's bodies have demanded that the authority to 
determine the attributability of disability to military service should be the 
commanding officer against the present system of adjudication by CDA (Pensions) 
for PBOR and Ministry of Defence for Officers. 

164.22 We have studied this aspect and find that there is considerable 
delay in finalisation of disability pension cases due to the present cumbersome 
procedure and the requirement of having to send each case to the Ministry or to the 
Chief Controller of Defence Accounts (Pensions). While the benefits of having 
uniformity in application are undeniable. Medical Adviser (Pensions) does not 
physically examine the personnel but adjudicates on the basis of the reports of the 
Medical Board. We have already suggested that for personnel boarded out of 
service due to disability attributable to service, minimum disability element should 
be 50%, for disability between 51 and 75%, 75% should be paid and between 76 
and 100%, 100% rates should be paid. This would lead to considerable 
broadbanding and simplification. In view of this we suggest that authority to 
determine attributability may be vested in the authority next higher to the 
Commanding Officer. 

164.23 It has been suggested that for cadets at Service academies who are 
killed/disabled during training an ex-gratia award of Rs. 2.5 lakhs may be granted 
and the system of grant of pension on an adhoc basis depending on merits of each 
case should continue. 

164 24 We have been informed that Govt, have recently in April 96 

sanctioned the following ex-gratia amounts to cadets killed/disabled during training 
due to causes attributable to or aggravated by military training: 
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In Disability cases 


a) cx-gratia amount of R.s.375/- p.m for life as service element 

b) Rs 600/- p.m. for 100% disability 
In Death Cases 

For married personnel: 

a) ex-gratia amount of Rs.600/- p.m. to widow/children of the 
deceased 

For unmarried personnel: 

a) Rs.375/- p.m. to dependent parents/brothers/sisters 

164.25 We have considered the issue and recomend the following 

revised compensation in cases of death/ disablement while in Service 
Academies: 

1. For death cases a) an ex-gratia amount of Rs.2.5 lakhs may 
be paid, b) for married personnel an ex-gratia of Rs.4000/- 
p.m. may be paid in addition, and c) for unmarried 
personnel, an ex-gratia of Rs.2000/- p.m. may be paid. 

2. For disabled cadets, it is proposed that an ex-gratia of 
Rs.3000/- p.m. for 100% disability may be granted. 

The condition of attributability to military service would continue to apply 
as at present 
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INTRODUCTION 


General ] 65.1 There arc about 16.5 lakh defence pensioners belonging to various 

periods of retirement and drawing pensions on the basis of Govt. Orders issued 
from time to time. We have received proposals with regard to past pensioners both 
from the Armed Forces and from the prominent Ex-servicemen's Bodies The 
various demands made with regard to past pensioners have been considered in the 
succeeding paragraphs. 


Comparison with 

Civilian 

pensioners 


165.2 We find that the Armed Forces and civil pensioners were treated 

similarly till 1992 and similar benefits were given to the two categories. However, 
in 1992. a new element called One Time Increase was granted to Armed Forces 
pensioners, which reduced the gap between past and present pensioners to a 
considerable degree. No such benefit was extended to civil pensioners. 


PARITY IN PENSIONS 


One Hank 
One Pension 


//istorical 
Background 


165.3 One of the major demands of the past pensioners has related to 
grant of One Rank One Pension One Rank One Pension implies that in the 
existing situation pre 1.1.1986 retirees get the same rates of pension as post 
III 986 retirees by matching the three factors that govern the pensions of ex- 
servicemen i c. rank, length and the trade group (in case of PBOR only). Any 
future increase in pension would automatically apply to past pensioners. 

165.4 We have analysed the demand and find that the issue of grant of 
One Rank One Pension has been considered by the Govt, from time to time. The 
Estimates Committee (1980-81) on resettlement of ex-servicemen noted that 
disparity in pension between past and present pensioners of equal rank was 
inequitable and recommended that the matter should be examined and a just 
solution found to end this disparity. Thereafter, this issue was raised in 1984 by 
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the High-Level Empowered Committee on the problems of ex-servicemen headed 
by Shri K P Singh Deo, the then Minister of Stale for Defence. This Committee 
recommended dial the Fourth CPC max* consider the issue particularly m the light 
of the principle established regarding pension of Judges of the Supreme Court and 
High Court The Fourth Pay Commission considered the issue and stated that the 
amount of pension undergoes changes as and when pay scales arc revised and am 
attempt to equalise pension xvith reference to the revised scales of pay would 
amount to retrospective application of pay scales. 

165.5 In 1990 Government appointed a Committee to consider the issue 
of One Rank One Pension*. However, this Committees recommendations could 
not be implemented due to change in Govt Subsequently, a High Level 
Empowered Committee chaired by the then Defence Minister. Shri Sharad Pawar, 
was formed in 1991. This Committee observed that the terms and conditions of 
serv ice of Anued Forces Personnel were distinct and as such a special dispensation 
for them was required. Based on this, grant of a One Time Increase (OTl) was 
recommended on the following lines: 

a ) Sepov Pensioners 

i) Grant of benefu of 18 years service to all retiring on or after 
1.1.1986. 

n) Pre and Post 1.1,1973 retirees brought at par and stepped up by 
neutralising 95% differential between post 1 1 86 and post 1173 
rates of pension 

b) NCOs/JCOs/Hondrarv Commissioned Officers -Pension of post 1.11986 
retirees reduced in a graded manner by Rs. 10/-p.m for 15 yrs service and 
by additional Rs.2/- p.m for additional years of service upto 24 yrs of 
serv ice. The difference between existing pension and revised pension so 
arrived at was rounded off to the lower multiple of 5 and granted as OTl. 

c) Officers : 

i) Pre 1.1.1973 pension stepped upto post 1.1.1973 level. 

Officers Below Colonel 

ii) Pension further raised by giving benefit of 33 years as system of 
weightage only started from 1.1.1973 The revised consolidated 
pension (RCP) was thereafter determined with reference to 
improved original pension and difference between this RCP and 
existing pension granted as One Time Increase 

165.6 Initially the provisions did not apply to State Forces Pensioners, 
Territorial Army Pensioners. Pensioners in receipt of service element or invalid 
pension, battle casualty pensioners, Pakistan pensioners, Burma pensioners, Re- 
cniploved pensioners. King's Commission Indian Officers etc In 1994 the 
provisions were extended to the above categories. Re-employed pensioners were 
granted pension in a graded manner depending on the number of years spent in rc- 
cmploxinent with 100% OTl for those who spent less than one year in re-emplovcd 
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service and no 0T1 for those with 10 years or more ot rc-cmploycd service. 
However, certain catgorics like reservist pensioners, DSC pensioners and 
pensioners drawing two pensions were not covered 

165 7 It has been stated by the Services that the principle of parity in 

pensions between pre- and post-86 retirees for ranks upto Nb/Sub with 24 years 
of service has already been accepted. They have suggested that application of this 
principle be extended to all remaining categories including officers without any 
restrictions on length of service. In addition the same formula must be applied to 
family pensioners as also remaining categories of pensioners. The pension as 
calculated above should be improved in the same ratio as the pay is improved. 
Various other demands have also been made for grant of full parity with future 
retirees. 

165 8 We have examined the various demands and our approach to the 

issue of parity in pensions has already been outlined while considering the civilian 
employees. A similar approach would also apply to Armed Forces personnel. 
While it is agreed that the gap between past and future pensioners should be 
narrowed down, it is pertinent to note that every Pay Commission gives certain 
benefits in pay which arc over and above the impact of inflation. The additional 
benefit is given either due to upgradation of recruitment qualifications or change 
in job content etc. The benefit accrued on this account need not necessarily be 
passed on to pensioners. Keeping all these factors in mind and taking a cue from 
the Sharad Pawar Committee Report, the following recommendations for Armed 
Forces personnel are made: 

1 1) With the grant of One Time Increase, all officers retiring before 
1.1.73 have been brought on to post 1.1.73 levels of pension 
Going by the principle followed by the OT1 Scheme, total parity 
may now be brought between pre-1.1.1986 and post-1.1.1986 
retirees by notional fixation of pay in the post-1.1.86 scales 
and the notional revised pension be worked out on the basis 
of this pay. Thereafter, for ail pre-1.1.1996, retirees the 
fitment formula suggested for past civilian pensioners i.e„ 
Basic Pension + Dearness Relief + IR1 + IR2 + 20% of Basic 
Pension, may be applied. If the resultant figure falls short of 
the minimum pension applicable to the post-1.1.96 retirees 
for the rank held, it may be stepped up to the minimum 
pension prescribed for the rank. 

n) As far as PBOR are concerned, there is at present a defined 
pension structure based on rank, groups and qualifying service. 
The grant of One Time Increase has brought pensions of pre 
1.1.86 retirees almost upto post 1.1.86 levels particularly for 
those who have rendered less than 25 years of service. However, 
the scheme of rounding off to the lower multiple of 5 while 
calculating OTI has resulted in an extremely complicated 
structure In the case of PBOR, the need for notional fixation 
of pay does not exist in view of the existence of pension tables. 
Therefore, for PBOR all pre 1.1.86 pensioners may be 
brought on to post 1.1.86 levels by bridging the present gap 
in the pension tables and the same fitment formula on pension 
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as for officers may be applied. If tbc resultant figure falls 
short of the minimum pension for the rank and group for 
post-1.1.96 retiree it may be upgraded to that level. 

165.9 As a result of these recommendations all pensioners who retired 

before the date of implementation suggested by us will be granted total parity but 
the additional benefits suggested by us for future pensioners would not be fully 
available to them. 


165.10 As regards the other suggestions made w ilh regard to extension 

of the OTI scheme to re-employed pensioners, DSC personnel, personnel 
granted two pensions, in the new scheme proposed by us all these categories 
will be covered. With regard to family pensioners, our recommendations made 
with regard to past civilian family pensioners would also apply to family 
pensioners of Armed Forces personnel 


DEARNESS RE1 ,EFTO RE-EMPLOYED PENSIONERS 


165.11 At present rc-cmploved pensioners arc not granted Dearness 
Relief on pensions. It has been suggested that dearness relief should be granted to 
re-employed pensioners, as present pension is a continuous process of basic 
pension and Dearness Relief getting merged and in effect dearness relief is nothing 
but a part of pension. 

165.12 We have considered the issue and feel that for PBOR who are re¬ 
employed, since their pay is fixed at the minimum of the pay scale of the post to 
which re-employed, there could be some justification for grant of dearness relief on 
pensions also. We therefore recommend that for re-employed PBOR, dearness 
relief on pension may also be granted. For re-employed officers, since pay is 
fixed at the same level as pay last drawn, no dearness relief may be granted. 


RESERVIST PENSION 


165.13 Prior to 1968, the soldier after completing his reserve and colour 
service, at the time of discharge, had the choice of either opting for pension or 
retiring benefits. After 1968, every body was granted pension only. It has been 
suggested that all such pensioners who did not opt for such pension should be 
granted pension, since widow's of such reservists have been given cx-gratia of 
Rs. 150/- p.m by the Govt, w'.c.f 1.1 1992. 

165.14 We have considered the demand and in view of the possible 
repercussions on employees who have commuted their pension fully, we 
recommend grant of some ex-gratia to be considered by Ministry of Defence, 
only in case of reservists who did not opt for grant of pension and have not 
availed themselves of the benefit of rehabilitation assistance granted by the 
Govt, and are not in receipt of any other pension. 
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OTIIKK SUGGESTIONS 


1 65. 15 The Armed Forces have suggested that widows of personnel who 

have earned two pensions, should be authorised all earned pension We find that 
till I *>02. widows of such ex-servicemen were only entitled to pension earned due 
to civil employment. On the recommendations of the High Level Empowered 
Committee, the option to draw the higher of the two pensions w as made available. 
We feel that the position is reasonable and do not recommend any change. 

165 16 Prior to Fourth CPC, dependant's pension to family of Service 

Officers was granted based on prescribed means limits. Based on Fourth CPC's 
recommendations, the condition regarding means limit was done away with and 
revised orders were made applicable to eases occurring on or after 1 1.86. The 
Armed Forces have demanded abolition of ‘ Means' condition for eases where death 
took place before 1.1.86 also 

165.17 We have considered the issue and suggest no change in the 
existing position 

165.18 Prior to 1973, the sendee element of disability pension w as only 
granted on completion of minimum prescribed sendee. After 1973, the condition 
w as done aw ay with and the service element is granted even if disability element 
falls below 20%. It has been proposed that individuals who were discharged from 
sen ice on medical grounds before 01 Jan 73, be also entitled to a Service element 
based on length of sendee rendered even if their disability is assessed to be less 
than 20% by the subsequent Re-survey Medical Beards. 

165.19 We have examined the issue but are unable to agree to the 

suggestion 

165.20 Suggestions on revision of rates of Jangi Inams which were 
granted to Worid War Veterans and monthly compassionate allowance granted to 
some State Forces personnel have also been made. We have considered these 
suggestions and since Jangi Inams have been revised only recently to Rs. 100/- per 
month in pursuance of recommendations of the Committee on Remainder Problems 
of Ex-scrviccmcn (1994). we do not suggest further enhancement at this stage As 
regards compassionate allow ance, we suggest that the issue may be considered 
by the Ministry of Defence as these personnel have not rendered the minimum 
pensionable sen ice. 

165.21 It lias been suggested that World War II Veterans who were 
demobilised before earning normal pension and are in financial difficulties may be 
granted a sum of Rs.500/- per month or minimum pension. We find that the 
Committee on Remainder Problems of Ex-scrviccmcn had gone into the issue and 
suggested that while pension' cannot be given without linkage to qualifying 
service, some financial assistance under the ongoing welfare activilics/schcmcs 
could be provided by enhancing the existing corpus of welfare funds of Kendriya 
Sainik Board and utilising the interest therefrom for this purpose We have been 
informed that a Committee under Addl Secretary, Ministry of Defence has been 
appointed to define the term World War II veterans, identify their total number and 
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make recommendations in keeping with the financial, social and other implications 
related to the proposal, estimate the magnitude of funding required and identify 
alternative source of funding other than the defence pensions grant We 
recommend that the i eport of the Committee may be expedited. 

165 22 We have also received some suggestions with regard to 

consolidation of pension for pre 1 1.86 retirees drawing two pensions. We hav e 
gone into the issue and do not recommend any change in the existing scheme. 
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INTRODUCTION 


166.1 To achieve the objective of maintaining a youthful profile, Armed 

Forces personnel are retired at a comparatively young age. Service officers arc 
retired between the ages of 50 and 60 years depending on rank, JCOs and NCOs 
retire between 47 and 52 years and other ranks retire between 35 and 40 years. 
Considering the need for resettlement arising from such early retirement the 
Government has taken measures to ensure proper rehabilitation of ex-servicemen. 


EXISTING PROVISIONS FOR RESETTLEMENT 


166.2 The Director General of Resettlement (DGR) is the nodal agency 

for formulation and execution of resettlement programmes for ex-serviccmcn. 
Resettlement programmes consist of the following activitics:- 


(a) Training programmes for equipping Sendee personnel to take up 
civil employment. 

(b) Rc-cmploymcnt in Central and State Governments and Public 
Sector Organisations. 

(c) Assistance for self-employment, which includes financial 
assistance for setting up SSI units, for transportation ventures, for 
agricultural and allied activities and for setting up village 
industries. 


166.3 A Kcndriya Sainik Board(KSB), under the Chairmanship of the 

Raksha Mantri, has been established for laying down general policy for the welfare 
of Ex-Servicemen and their dependants, for the administration of welfare funds 
and also for coordinating the work of the Rajya Sainik Boards. At the State level, 
the Rajya Sainik Boards and at the District level the Zila Sainik Boards have been 
established to carry out various welfare activities. The Govt, of India bears 50% 
of the cost of the state and district level bodies, the other half being borne by the 
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166.4 Civil employment constitutes liic principal mode of resettlement 
of cx-Scrviccmcn. The Central and State Governments provide educational and 
age concessions to promote employment of cx-Scrviccmcn in civil posts. They 
have also provided reservation in posts and priority in employment for cx- 
Scrviccmcn In addition, various trades in which PBOR have been trained have 
been given suitable equivalence to civilian trades and many qualifications have 
been equated with civil qualifications to facilitate their employment 

166.5 Reservation of posts under the Central and State Governments has 
been provided as under> 

(a) Reservation under Central Government/Public Sector Undertakings (PSUs): 


Post 

Govt Departments 

PSUs/Nationalised Banks 

Group C 

10% 

14.5% 

Group D 

20% 

24.5% 


In addition, 10% of the posts of Asstt. Commandants in Para-Military 
Forces are reserved for cx-Scrvicemcn. All posts in Defence Security Corps arc 
exclusively reserved for ex-Scrvicemen. 

(b) Reservation under State Governments: Various State Governments have 
provided reservation for ex-Servicemen ranging between 2% to 20% in Group 'C' 
and ' D 1 posts. Important States which have provided reservations for ex- 
Scrvicemen in Group 'A 1 and B’ posts are H.P. (15%), Karnataka (10%), Haryana 
(5%) and Punjab (14%). State Government of Rajasthan has reserved 60% of 
Group ' B' posts in Armed Police for cx-Serviccmen. 

166.6 We find that for appointment to posts that arc filled in Group C 
and Group D in the Central Govt, the ex-servicemen are eligible for relaxation in 
the upper age limit to the extent of military service rendered by them plus three 
years. The 'Same concession is available to the ex-servicemen and commissioned 
officer including ECOs/SSCOs for appointment to any vacancy in Group A and 
Group B services/posts filled by direct recruitment other than on the basis of an 
open All India Competitive Examination. 

166.7 As regards appointment to any vacancy in Group A and Group B 
services/posts filled by direct recruitment on the results of an All India 
Competitiv e Examination held by the UPSC, the ex-servicemen and commissioned 
Officers including ECOs/SSCOs who have rendered at least 5 years' service and 
have been released on completion of assignment or on account of physical 
disability' attributable to military service or on invalidity, arc allowed maximum 
relaxation of five years in the upper age limit. 
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RESETTLEMENT OK EX-SERVICEMEN 


166.8 Resettlement of Ex-servicemen continues to be one of the major 
concerns of the Armed Forces We have received a number of suggestions in this 
regard which have been summarised below: 

1) Transfer on retirement to Para Military Forces and other Govt 
Undertakings so that Armed Forces personnel can sen e till 58 years of 
age; 

2) Setting up of a Resettlement Commission.; 

3) Statutory Reservation for cx-scrviccmcn in Govt, jobs including all Govt, 
aided institutions; 

4) Change in present system of reservations to 20% posts in Gp. C posts 
and 10% in Gp. D’ posts; and 

5) Higher officiating status for Ex-servicemen employed in lower posts. 

7) Grant of antedated seniority to re-employed military’ pensioners. 

166.9 We find that various Committees have gone into the problems of 
rehabilitation and welfare of cx-scrviccmcn. A high level Committee in 1984. 
under the chairmanship of the then Minister of State for Defence, conducted a 
comprehensive review of the work done in this regard. The Sharad Pawar 
Committee in 1991 recommended grant of One Time Increase’ to bridge the gap 
between past and present pensioners and an-Inter Ministerial Committee in 1992 
considered various other demands of cx-scrviccmcn. This Committee 
recommended revision of rates of gallantry’ awards, augmentation of medical 
facilities, revision of financial assistance for treatment of serious diseases, duty free 
import of therapeutic gadgets for disabled personnel besides other 
recommendations with regard to resettlement 

166.10 We have been informed that a number of suggestions made by the 
'Committee on Remainder Problems of Ex-Servicemen’ have already been 
implemented and the issues of approporiatc change in colour service, lateral 
induction to Central and State Government. PSUs and reservation in Group 'A' and 
B' vacancies in Government arc under consideration. Ministry of Industry has also 
adv ised all Ministries/Dcpartmcnts/PSUs regarding appointment of security 
personnel from Ex-Servicemen security agencies sponsored by DG, Resettlement. 

166 11 We have examined the various suggestions made with regard to 

resettlement of Ex-serviccmcn in the context of the existing schemes and earlier 
opinion on the subject. We find that the actual utilisation of these schemes has 
been inadequate. The reason for under-utilisation of reserved vacancies are two 
fold (1) ex-servicemen after putting in a number of years in the Armed Forces 
already earn pension and prefer to stay nearer their home place and (2) no benefit 
of seniority is granted for military service rendered. Besides, there exists a need for 
proper monitoring of the various resettlement provisions so as to ensure better 
utilisation of the rehabilitation schemes We feel that purposive efforts should 
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be made by the government to facilitate resettlement of Armed Forces 
personnel after retirement. Our specific suggestions in this regard arc outlined 
below 

166 12 It is understood that the question of lateral induction of Armed 

Forces personnel to other organisations is under consideration in (he Ministry of 
Defence We have examined the issue of lateral shift to other organisations in the 
context of Armed Forces proposal to reduce colour service to seven years and 
laterally shift personnel to other organisations. While wc have elsewhere 
recommended shifting from combat groups to support groups, in the long term 
perspective, the lateral shift from Armed Forces to organisations like Central Police 
Organizations (CPOs) has the advantage of keeping the Armed Forces young as 
well as reducing the defence pensionary liability and training costs of CPOs. Wc 
feel that it may not be in the best interests to recommend direct lateral transfer of 
all personnel required by CPOs from thc.Armcd Forces and it may also not be 
possible to provide matching vacancies for all retired service personnel. However, 
there may be certain advantages in inducting^ higher percentage of personnel from 
the Armed Forces. We therefore recommend increase in the percentage of 
reservation in Group 'C' and D’ posts in CPOs to 25% and recommend 
lateral transfer to this extent. If the induction is available after 7 years service, 
instead of the present scheme under which it is available after completion of terms 
of engagement, the response may be better. We also suggest that pay may be 
protected (since no pension will be admissible) and service rendered may be 
counted. With regard to reservation in Group A posts in CPOs, we suggest that 
25% of the posts of Assistant Commandants in CPOs should also be filled in 
the same manner and pay and seniority may be similarly protected. Therefore 
percentage of reservation at this level may also be increased from the existing 10% 
to 25%. This may particularly be made available to Short Service Commissioned 
officers. 

166.13 For recruitment to posts in CPOs to be filled by these Ex- 
servicemen, we suggest setting up of a Joint Recruitment Board consisting of 
representatives of CPOs and Armed Forces Headquarters so as to jointly 
select officers/men who would render seven years service in the Armed Forces 
to be followed by lateral shift to CPOs. The setting up of a Joint Recruitment 
Board would also ensure that proper quality of personnel suitable for both Services 
and CPOs arc recruited. The protection of seniority is being suggested only in the 
context of this recruitment for lateral transfer to CPOs at a later date, and will not 
apply to appointment of ex-servicemen in other departments. 

166.14 In order to monitor the implementation of various schemes for 
resettlement of ex-servicemen, the creation of two Committees is suggested. The 
first Committee may be formed at the level of Raksha Rajya Mantri and may 
include the Defence Secretary, Home Secretary and Secretary DOPT as vyell 
as Chief of Army Staff. This Committee may meet once in four months to review 
die progress of rehabilitation. The second committee may be formed consisting 
of Addl. Secretary, Ministry of Defence, Jt. Secretary (Police) in MHA, Jt. 
Secretary in DOPT, Director General (R) and representatives of the Services 
to meet once a month to coordinate the implementation of schemes. 
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166.15 As per the definition laid down by DOPT which governs the 

eligibility ol the retired defence service personnel for the status of cx-Scrviccnicn. 
the personnel discharged at own request/ compassionate grounds were eligible to 
the status of cx-scrviccmcn till 30 June 87 if they had served for a continuous 
period of not less than 5 years after their attestation It has been suggested that 
personnel released before completion of colour scn icc should also be defined as 
Ex-servicemen. 

166 16 The High Level Committee appointed by the Govt, of India under 

the Chairmanship of Shri K.P. Singh Deo in 1984 to look into the problems of 
cx-Scrviccmcn observed that a large number of personnel were taking advantage 
of the lenient definition of cx-scn'icemcn by seeking premature retirement from the 
scn icc The Committee had suggested that the definition of ex- servicemen should 
be made more stringent so that only deserving personnel got the status of 
cx-Scrviccmcn. The revised definition of cx-Scrviccmcn recommended by the High 
Level Committee had, therefore, excluded the personnel discharged at own 
rcquest/compassionate grounds without grant of pension from the definition of 
ex-Serviccmen even if they had served for a minimum period of five years 
Accordingly, the revised definition laid down by DOPT effective since 01 July 87 
also excluded this category from grant of Ex-servicemen status. In view of this, 
we do not feel the need for revising the existing definition to include the above 
category. 


TERMS OF RE-EMPLOYMENT OF EX-SERVICEMEN 


166.17 At present, if service officers are rc-employed with Government 
or PSUs, their pay is fixed at the same stage as pay last drawn before retirement 
and the amount of pension ignored is Rs.500/- per month. The Ex-serv icemen’s 
bodies have contended that denying rc-cmployed officers their full military pension 
if they take up rc-employmcnt with Govt, is not justified 

166.18 We have considered the issue and feel that both in the case prior 
to re-employment and after re-employment, the employer is the Govt, and benefit 
of reservation for re-employment has been made available. Pay on rc-employmcnt 
is also fixed at pay last drawn. In view of all these considerations, ignoring full 
pension on re-employment may not be justified. However, it is suggested that 
ignorable pension be enhanced from Rs.500/- p.m. to Rs.1500/-. 

166.19 It has also been suggested that all rc-cmployed ex-servicemen 
should be given benefit of their past military service for both increment and 
promotion. Short Service Commissioned officers on reappointment in Govt 
Service should be accorded seniority as was being done for Emergency 
Commissioned Officers 

■ 66.20 The Committee on Remainder Problems of Ex-servicemen had 

recommended that since pensionary benefits arc granted to cx-servijccmen, it will 
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not be correct to grant double benefit by counting previous service for seniority and 
increment and certain categories can be granted seniority and increments provided 
they forgo pensionary' benefits. 

166 21 We find that PBOR have been allowed to ignore the entire pension 

while fixing pay on rc-cmploymcnt as a result of which pay is fixed on minimum 
of pay scale. Majority of cx-scrvicciucn rc-cmploycd in Govt arc appointed 
against vacancies reserved for cx-scrvicemen. We therefore do not propose any 
change in the existing scheme of pay fixation for PBOR 

166 22 As regards Short Service Commissioned Officers, (SSCOs) the 

Committee on Remainder Problems of Ex-scrviccmcn had recommended counting 
of previous service. Ministry of Defence has intimated that DOP&T did not agree 
with this recommendation as they felt that there was no justification for allowing 
the benefit of seniority to SSCOs who arc recruited after 1964. In view of this, we 
do not recommend any change in the existing position as it may lead to 
problems of seniority fixation etc. However, with the implementation of the 
proposed scheme for lateral transfer to CPOs, the aspect of seniority would 
be taken care of. 


TERMINAL BENEFITS OF SSCOs 


166.23 It has also been proposed that terminal gratuity for SSCOs be 

enhanced to equal one month's emoluments for each completed half-year's service 
against the existing 1/2 month's emoluments for a similar period 

166 24 Since any enhancement of terminal benefits of Short Service 

Commissioned Officers would have repercussions on civilians who retire before 
completing pensionable service, we do not recommend any change in the 
existing scheme. 


MEDICAL FACILITIES FOR EX-SERVICEMEN 


166.25 Ex-servicemen and their families and families of deceased service 
personnel drawing pensions arc entitled to free out-patient treatment including 
medicines in the nearest Armed forces Hospital/MI Room/Sick Bav/Sick Quarter. 
Indoor patient treatment is provided under the following conditions: 

a) If the disease is not curable. 

b) If beds in hospital arc available. 

c) Treatment is limited to facilities 
available locally. 

d) No conveyance is to be provided. 

e) No special nursing would be admissible 

166.26 It has been represented that due to increasing load on Military' 
Hospitals, proper treatment to cx-scrviccmcn becomes difficult. In addition, since 
most cx-servicemcn arc rural based, majority of them cannot avail of the limited 
facilities available. The Armed Forces have therefore suggested the following 
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a) Allotment of funds for planned expansion of medical services, to eover the 
needs of cx-scrviccmcn. 

b) Creation of Veterans' Hospitals in high density ex-servicemen areas with 
specialists in old age diseases. 

c) Ex-sen icemen wards/beds in civil hospitals, to be co-ordinated by 
Kendriya Sainik Boards with State Govts, on cost sharing basis. 

d) Ex-sen icemen and families be entitled to the same medical facilities as 
arc admissible to them while in scn’icc. 

c) In addition to the measures outlined, grant of medical allowance to those 
who cannot avail themselves of Military/Civil Hospital facilities due to 
distance and other location factors, may be considered at the following 
rates 


Officer - 10% of Basic Pension 
JCOs - 15% of Basic Pension 
ORs - 20% of Basic Pension 

166 27 We have examined the issue and arc of the opinion that there is 

need to augment facilities available for ex-servicemen. A step towards 
enhancing medical facilities for cx-scrviccmcn has already been made with opening 
of MI Rooms and Dental Centres. However, for further augmentation of facilities 
for cx-scrviccmcn who arc residing near Military Hospitals, we suggest that 
Ministry of Defence may go into the issue and earmark funds for expansion of 
services. Creation of Ex-Servicemen's Wards in civil hospitals should also be 
pursued vigorously by Ministry of Defence and liaison with State Govts, be 
maintained to ensure this. Creation of Veteran Hospitals may be considered by 
Ministry of flealth and Family Welfare. These should be set up where a 
concentration of civil and military' pensioners exists. 

166.28 In addition, for cx-scrviccmcn in rural areas who cannot avail 

themselves of military/civil hospital facilities, it is recommended that a medical 
allowance of Rs.100/- per month as has been proposed for civil pensioners 
may be granted. 


OTHER PROPOSALS 


166.29 It has been suggested that facility of 50% concession for travel by- 

air be extended to Ex-servicemen and rail concession of 50% may also be granted 
Certain other suggestions have been made with regard to extention of travel 
concessions available to Army pensioners attending Rcgifncntal/Corps reunions to 
Naval and Air Force personnel and on grant of travel concessions on transfer from 
one service hospital to another. A funeral allowance has also been proposed to be 
introduced for Ex-serviccmcn. We have gone into all these suggestions but find 
ourselves unable to accede to the same. 
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INTRODUCTION 


167.1 The law of Income Tax being followed at present in India is 

enshrined in the Income Tax Act, 1961. As per Section 4 of this Act, all 
individuals having taxable income exceeding Rs.40,000 arc liable to pay income 
tax Taxable income comprises all incomes received by, or accruing or arising to, 
a lax payer during the previous year and includes income chargeable to income tax 
under the head salaries' as per Section 15 of the Income Tax Act, 1961. Salaries 
payable to its employees by the Central Government are chargeable to income tax 
under this Section. The total income tax collection from Central Government 
employees accounts for three per cent of the total tax revenue. 

167 2 Income tax is not only deducted on the basic salary but also on 

various allowances, including those which have been given to counter inflation. 
These provisions are equally applicable to employees of public sector undertakings 
and the private sector. In their case, however, there are two major differences 
Firstly, the allowances are very liberal and already include an adequate cushion for 
payment of income tax thereon. Secondly, many companies pay the tax on their 
employees' salaries and allowances, or give them the equivalent amount in cash 
outside their legitimate account books. On the other hand, the allowances of 
Government employees compare poorly with those available in the other sectors 
and even these are subjected to income tax 


STUDY REPORT 


167.3 In our sponsored study on' feasibility of exempting the salaries of 

Government employees from income tax', the Fiscal Research Foundation (FRF) 
has favoured complete exemption of salaries paid by the Government to its 
employees from income tax. It has been pointed out that such provisions already 
exist in neighbouring countries like Sri Lanka. In case the entire salary is not 
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exempted Iron) income lax, the FRF has strongly favoured exclusion ol various 
allowances winch arc in the nature of a compensation payment to employees for 
erosion in the real value of their salaries resulting from price rise Complete 
exemption of pensions received by Government employees from income lax has 
also been suggested 

167 A We have considered these recommendations Although there is 

considerable merit in the suggestions offered by FRF. it may be difficult for the 
Central Government to exempt only its own employees from income tax in respect 
of their salaries, allowances and pensions. Although it is legally possible to treat 
Central Government employees as a special category' for purposes of income tax, 
it may not be equitable to do so without according the same treatment to other 
employees We would, therefore, not favour exemption of Central 
Government employees from tax as a good option. 

167.5 However, it is a fact that it has not been possible for us to fully 
meet the aspirations of Central Government employees in respect of both salaries 
and allowances. As has been shown so vividly by the IIPA study on the 
emoluments received by senior employees, a salary level of Rs.36,000 is what we 
should have given to a Secretary if it was a taxable salary. Against this, we have 
recommended a salary of Rs 26,000 only. It is, therefore, only reasonable that 
such a moderate salary should be net of tax 

167.6 This is an area where we would like to tread with circumspection. 
Much though we would have liked to make the full emoluments of Government 
employees net of income tax, we have decided to start with allowances and 
pensions only, as a first step. 

167.7 The logic of giving allowances net of tax is irrefutable. 
Government decides a particular basic salary. Other allowances are added only to 
ensure that the real value of the basic salary is not eroded due to cost of living, or 
to provide partial reimbursement of expenses incurred on certain items of 
expenditure like house rent, children's education, entertainment and the like If 
such allowances are taxed, then either the basic salary gets eroded in its real 
value from year to year or the partial reimbursement of expenditure incurred 
on certain items becomes less and less with the passage of time In both the 
cases, the objective of giving allowances is partially nullified. As noted earlier, the 
private sector has both open and covert methods of solving this problem, but 
Government has so far left its employees totally vulnerable to this malaise 

167 8 There is just one exception We have noticed that the Ministry of 

External Affairs pays ’net of tax* salaries to its employees on foreign postings 
Provision for paying net of tax salary' already exists under Section 195 A of the 
Income Tax Act, Under this Section, the employees do not have to pay income tax 
on the salaries received by them and it is the liability of the employer to calculate 
the tax leviable on such salaries and pay the same to the income tax department 

167 9 The solution to the problem of Central Government 

employees in general, therefore, lies in the application of this legal provision 
If the precedent of tine Ministry of External Affairs is implemented in the rest of the 
Government, Government employees would not have to pay any income tax on the 
emoluments received by them from the Government and it would be the liability of 
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the concerned deportments to calculate the tax leviable and. through lxx>k 
adjustment, credit the Tax Revenue ! lead But. as stated earlier. \\c would like to 
tread this road with caution and make a beginning with aMowanccs and pensions 
in the first place 


OUR RECOMMENDATIONS 


I 67 I () Accordingly, we recommend that all the allowances of Central 

Government employees, including those of various union territories, may 
henceforth be paid net of taxes. These allowances will include Dearness 
Allowance too. There is just one here. One of our recommendations suggests 

that Dearness Allowance shduld be merged into pay for aft purposes, whenever the 
cost of living index rises by 50°/o. "Thus every 3-4 years, the D A component, 
which would be net of lax till then, would be converted into basic pay and therefore 
remain net of tax no longer. This will cause great hardship to Government 
employees It wall be logical to continue the lax relief on this D. A component even 
after its merger with basic pay In the case of Dearness Allowance, therefore, 
we may extend the tax concession to such part of D.A. as may be converted 
into Dearness Pay from time to time. 

167 11 The above concessions, however, wilTnot bring much of a relief 

to pensioners, as in their ease, apart from Dearness Relief, no other allowances arc 
available We note that in recent times the Government has show n genuine concern 
for senior citizens and various tax reliefs arc already’ available to them beyond the 
age of 65 years under section 88B of the I T. Act. We are Of the opinion that 
retired Government employees in their old age deserve sympathy and 
accordingly recommend that pensions including dearness relief of all retired 
Central Government employees may be paid net of taxes. 

16712 As rCgafds the procedure for payment of income tax on allowances 

and pensions, we would like to make it as uncomplicated as possible. The 
simplest solution is for the Department of Personnel to make a lumpsum 
payment on account of tax on allowances on behalf of all Government 
employees to the Department of Revenue, and for the Department of Pensions 
to do the same with regard to pensions Such lumpsum payments will ensure 
that there is no loss of revenue as far as incoitic tax collections arc concerned, and 
no unnecessary paperwork is generated for Government offices across the country 
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introduction 168 1 Revised, scales of pay have been recommended by us for the enli rc 

gamut of Central Government employees including the Armed Forces Personnel 
Detailed post-wise information provided to us by the concerned administrative 
Ministries, Departments and their subordinate and attached offices of the Central 
Government has been accordingly processed with utmost care and precision It has 
been our endeavour to allot revised scales of pay to all the categories of Central 
Government employees including the isolated post holders. 

168.2 However, despite our sincere efforts, there may be a few sporadic 
cases which might inadvertently have escaped our attention We earnestly feel that 
getting the benefit of revised pay scales is a matter of right of all Government 
employees, irrespective of their poster category being mentioned in the Report or 
otherwise 

168.3 In the event of any Central Government post being left out without 
allotment of revised pay scales in the Report, it should be given the commensurate 
revised scale of pay as applicable for posts with similar entry qualifications, duties 
and responsibilities, duly retaining the horizontal and vertical relativities in the 
organisation. It will also be eligible for the provisions of Assured Career 
Progressions (ACP). If such post was in receipt of any special pay in addition to 
the pre-revised pay, such special pay component should be doubled and converted 
into a special allowance 

168.4 In any case, the replacement scale of the pre-revised scale is 
the minimum that such a category not covered by our recommendations 
should receive. 


Guiding 

principles 
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169.1 A wide - ranging set of demands has been received suggesting the 
manner in which the pay of the civilian employees should be fixed in the revised 
scales of pay. By and large the views expressed in the memoranda have favoured 
point-to-point fixation, so that the full benefit of fixation is given to the senior 
employees. It has been alleged that in Public Sector Undertakings and Banks, the 
pay has been revised on the_basis of point-to-point fixation. The Staff Side of the 
National Council (JCM) have opined that the only way to provide equal benefits 
to all is to accept point-to-point fixation in the revised scales of pay Government 
Employees National Confederation have also urged that in order to provide 
equitable justice to all and to avoid anomalies in pay fixation as well as to maintain 
the logical difference of pay rise between senior and junior employees, pro-rata 
fixation should be made on stage to stage and point to point basis, taking into 
consideration the total length of service rendered by an employee in the pre-revised 
pay scale. This means that the total number of increments drawn by the employee 
in the pre-revised scale of pay should be counted in order to fix the corresponding 
stage in die new pay scale. Some others have suggested that a percentage increase 
of 20 to 50% over the existing emoluments should be aimed at 

169.2 Having considered these suggestions and views and taking all 
relevant factors into account, we recommend that the pay of an employee may be 
fixed in the proposed scales of pay in the following manner :- 

(i) An amount representing 20% of the basic pay plus stagnation 
increment, wherever applicable, in the pre-revised scale may be 
added to his 'emoluments' as on 1.1.96 at the A1CPI average of 
1510. Pay may thereafter be fixed in the proposed scale at the 
stage next above the emoluments thus computed. The term 
‘emoluments' for this purpose will include the following :- 

(a) basic pay in the pre-revised scale; 
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(1>) dearness allowance at the index average of 
1510 as on l I %; and 

(c) amount of first instalment of interim relict a 
Rs. I <><>/- 

(d) amount of second instalment of interim relief 'a 
10% of pre-revised basic pay. subject to a 
minimum of Rs 100. 

If die minimum of the proposed scale is more than the amount so 
arriv ed at. the pay may be fixed at the minimum of the revised scale 

(ii) In the ease of an employee who is in receipt of special 
pay/allowancc in addition to pay ill pre-revtsed scale which has 
been recommended for replacement by a scale of pay without any 
special pay/allowancc. pay may be fixed in the proposed scale in 
accordance with the provisions of sub-para(i) above, except that 
in such eases the term emoluments' will include the following > 

(a) basic pay in the pre-revised scale; 

(b) . existing amount of special pay or allowance. 

(c) admissible dearness allowance at the index average of 
1510 as on I 1.96; 

(d) amount of first instalment df interim relief 'a, Rs 100/-; 
and 

(e) amount of second instalment of interim relief @ 10% of 
pre-revised basic pay, subject to a minimum of Rs 100/- 

(ui ) In ease of an employee who is in receipt of special pay component 
with any other nomenclature in addition to pay in the pre-revised 
scale, such as personal pay for promoting small family norms, 
special pay to Parliament Assistants, Central (Deputation on 
Tenure) Allowance etc, and in whose ease the same has been 
replaced in the revised scale of with corresponding allowance pay 
at the same rate or at a different rate, the pay in the revised scale 
may be fixed .in accordance with the provision of sub-para(i) 
above. In such eases the allowance at the new rate as 
recommended may be drawn in addition to pay in the revised 
scale of pay. 

(iv) In the ease of a medical officer who is "in the receipt of Non- 
Practising Allowance (NPA), pay may be fixed in the proposed 
scale in accordance with the provision of sub-para(i) above, 
except that m such ease the term emoluments' will not include 
NPA at existing rate and will comprise only the following> 
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(a) basic pay in (he pre-revised scale of pay. 

(b) dearness allowance on the basic pay and NPA admissible 
al the index average of 1510 as on 1.1.96 under the 
relevant orders; 

(c) amount of first instalment of interim relief (a) Rs 1 ()()/-; 
and 

(d) amount of second instalment of interim relief admissible 
on the basic pay and NPA under the relevant orders 

In such eases, NPA at the new rates may be drawn in addition to 
pay in the revised scale of pay. 

(v) Wherein, as a result of fixation of pay as explained above, the pay 
of Govt, servants drawing pay at more than four consecutive 
stages in an existing scale gets bunched, that is to say, gets fixed 
in the revised scale at the slime stage, the pay in the revised scale 
of such of those Govt, servants who arc drawing pay beyond the 
first four consecutive stages in the existing scale shall be stepped 
up, by the grant of increments) in the revised scale in the 
following manner- 

(a) for Govt servants drawing pay from the ^th upto the 
■8th stage in the existing scale - by one increment 

(b) for Govt, servants drawing pay from the -9th upto the 

stage in the existing scafc, if there is bunching 
beyond the 8th stage - by two increments 

(O f< 

(c) for Govt, servants drawing pay from the J-3th upto the 
L6th stage in the existing scale, if there is bunching 
beyond the 12th stage-by three increments 

169.3 If by stepping up of the pay as above, the pay of a Govt servant 
gets fixed-up at a stage in the revised scale which is higher than the stage at which 
the pay of a Govt, servant who was drawing more pay in the pre-revised scale, the 
pay of the latter shall also be stepped up to the level at par with the former 

169.4 Except for eases covered in para 169.3 supra, the next increment 
in all eases may be given oh the anniversary of the last increment In eases of the 
types referred to in para 169.3 above, the next increment may be allowed after 
completion of one year from the date of fixation of the pay in the revised scale 

169.5 If there are any special or hard cases which are nof covered under 
the provisions explained above, they may-be dealt with on merits by the 
Government. 

169 6 A fcw illustrations of pay fixation in the revised scales are given 

in Annexe 169.1. 
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ANNEXE: 169.1 
(See para 169.6) 


ILLUSTRATIONS 


Illustration No. I {see para 169.2(01 


1 

Existing scale of pay 

: Rs 750-12-870-14-940 

2. 

Proposed scale of pay 

. Rs.2440-40-3200 

3 

Existing basic pay 

: Rs 870 

4 

D A. at index average 1510 . Rs. 1288 

5. 

First instalment ofl.R. 

: Rs. 100 

6 

Second Instalment of I.R 

. Rs. 100 

7 . 

Existing emoluments 

: Rs.2358 

8 

Add 20% of existing 
basic pay 

: Rs. 174 


Total 

: Rs 2532 

Pay to be fixed in the revised scale :Rs.2560 

Illustration No. 2 (see para 169.2(H)) 

1. 

Existing scale of pay 

:Rs.2200-75-2800-EB-100-4000 with 
special allowance of Rs. 100/-pm 

2. 

Proposed scale of pay 

: Rs.8000-275-13500 without any special 
allowance. 

3. 

Existing basic pay 

: Rs.2500 

4. 

Existing amount of 
special pay or allowance 

: Rs. 100 

5. 

D A. at index average-1510 : Rs.3700 

6. 

First instalment ofl.R. 

:Rs. 100 

7. 

Second instalment of I.R 

: Rs. 250 

8. 

Existing emoluments 

: Rs.6650 

9. 

Add 20% of existing 
basic pay 

. Rs. 500 
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Total : Rs.7!50 


Pay to be fixed in the revised scale :Rs.8000 without any special pay or allowance. 
Illustration No. 3 (sec para 169.2(iiM 

1. Existing scale of pay : Rs. 1640-60-2600-75-EB-2900 plus special 

pay of Rs.200. 

2. Proposed scale of pay : Rs.5500-175- 9000 plus revised special 

allowance ofRs.400. 

3. Existing basic pay : Rs.2600 

4. D A. at index average 151 : Rs.3848 

5. First instalment of I.R. :Rs. l00 

6. Second instalment of I.R. : Rs. 260 

7. Existing emoluments : Rs.6808 

8. Add 20% of existing : Rs. 520 

basic pay - 

Total : Rs.7328 

Pay to be fixed in the revised scale Rs.7425 plus special allowance as revised.. 


Illustration No, 4 {see para 169.2(iv)} 

1. Existing scale of pay : Rs.2200-75-2800-EB-100-4000 plus 

NPA as admissible 

2. Proposed scale of pay : Rs.8000-275-13500 plus NPA as 

admissible. 

3. Existing basic pay : Rs.2350 

4. Existing amount of NPA : Rs. 600 

5. D.A. at index average 1510 : Rs.436$ 
on basis pay and NPA 

6. First instalment of I.R. : Rs. 100 

7. Second instalment of I.R.: Rs. 295 


: 2043 : 






on basic pay and N .- 

8 Insisting emoluments : Rs.7 III 
excluding NPA 

9 Add 20% of existing Rs. 470 

basic pay . 

Total : Rs 7581 


Pay to be fixed in the revised scale :Rs.8000 
plus revised amount of NPA. 

Illustration Nc. 5 (see para 169.2(v)} 

1 Existing scale of pay . Rs.4500-,150-5700 

2 . Proposed scale of pay : Rs. 14300*400-18300 

3. Existing basic pay : Rs'.54.00 

4. D A. at index average 1510 : Rs.5994 
5 First instalment of I. R : Rs. 100 

6. Second instalment of I. R. : Rs. 540 


7 Existing emoluments : Rs. 1.2034 

8 Add 20% of existing : Rs. 1080 

basic pay 

Total : Rs. 13114 


Pay to be fixed in revised scale : Rs. 14700 ** 

** Since the officer was drawing pay at the seventh stage in the pre-revised 
scale and as the pay of those Govt, servants who arc drawing pay from the 
5th to 8th stage in the existing scale has to be stepped up by one 
increment, when it gets launched in the revised scale, his pay has been 
stepped up by one increment in accordance with para 196.2(v)(a). 
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Demands 1 70 1 Wc have received varied demands from employees' associations. 

memorandists, respondents to questionnaires and those who tendered oral evidence, 
regarding the date from which our recommendations should take effect. Views 
expressed in this regard are based on all possible permutations and combination of 
events converging to dates like 16.9.93, 1.1.94, 9.4.94, 1.1.95 etc. 16th 
September, 1993 has been suggested as it was the date on which Govt agreed to 
set up the 5th CPC and granted the 1st instalment of interim relief to its employees. 
The National Council (Staff Side), JCM has proposed 1.1.94 as the effective date 
since their proposals regarding pay scales and allowances were linked to the twelve 
monthly average of All India Consumer Price Index 1240 (Base year 1960= 100), 
which was crossed in the month of December, 1993. 9th April, 1994 was the date 
on which the 5th CPC was notified. 

Financial 170.2 The demands and their rationale have been carefully considered 

constraints by us in their totality. If the date of effect for implementation of the revised pay 
scales and Dearness Allowance is to be conceded from 16.9.93, the burden of 
arrear payments for forty three months on the Central Government's budget for the 
financial year 1997-98 would be of an alarming magnitude. Similarly if the date 
of effect is from 1.1.1994, arrears for 39 months will have to be paid. The net 
annual financial implications on account of implementation of the revised pay 
scales work out to Rs.3000.00 crores. Besides, expenditure arising from accrual 
of increased Dearness Allowance, Pensions and other Retirement benefits, from the 
date of implementation of the revised pay scales.would be an additionality. Arrear 
payments of such staggering magniti|des would be fatal for the economy at this 
crucial juncture, when the fiscal deficits are precariously high. 
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170.3 The 3rd and the 4th CPCs submitted their reports in March, l v 

and June, 19X6, and their recommendations were given effect from 1.3.1973 and 
1.1 19X6 respectively. In our chapter on ' Continuing Machinery for Fay Revision’ 
we have recommended revision of pay scales of Central Government 
Employees once every 10 years. Since the 4th CPC pay scales came into 
effect from 1 . 1 . 1986 , our recommendations on revised pay scales and 
Dearness Allowance should logically be given effect from 1 . 1 . 1996 , at the 12 
monthly A1CPI average of 1510 . This will prepare the ground for a decennial 
pay revision for Central Government Employees in the years to come. Even though 
this effective date, recommended by us, will also cast a burden of 15 months' arrear 
payments on the Central Government's next budget, ft is felt that this reasonable 
and legitimate claim of the Central Government employees cannot be wished away. 
Our recommendations on pensionary benefits shall also be given effect from 
1.1 1996. However, our recommendations on introduction of new allowances, 
revision of rates of allowances etc. (including CCA) may be given effect to 
prospectively, because of (the heavy financial liabilities involved and also due to the 
fact that many of the increases in the rates of existing allowances have made a 
qualitative differnce to the allowances rather than being just a marginal increase. 
Many of the allowances being meant to reimburse expenditure incurred by the 
employee should not be raised significantly on a retrospective basis, as they would 
thereby become a source of unintended benefit to the employees. 


FINANCIAL IMPLICATIONS OF OUR RECOMMENDATIONS 


170.4 The additional financial implications of our recommendations 

pertaining to all Central Government employees, including the UTs and the Armed 
Forces personnel, would be Rs.8800 crores per annum, as detailed under the 


following brpad heads 

(Rs. in Crores) 

1) 

Net financial implication 
on account of revision of 
pay scales 

3000.00 

2) 

Pensionary benefits 

1170.00 

3) 

House Rent Allowance 

2000.00 

*) 

Medical Facilities & 
other allowances 

2300.00 

5) 

Miscellaneous 
upgradation of posts 
and categories 

200.00 

6) 

Income Tax liability 
on grant of allowances/ 
pensions net of taxes 

130.00 



8800.00 
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170.5 Willi regard to the payment of arrears for 15 months between 
1 1 % and 31.3.97, the amounts mentioned at SI. No. 1,2 and 5 only would come 
into play. These yield an annual liability of Rs.4,370 crorcs and the liability for 15 
months would, therefore, be Rs.5462.50 crorcs. The third instalment of Interim 
Relief which has been granted w.c.f. 1st April, 1996; is to be subsumed in the 
revised scales of pay and the net financial implication will thus be reduced to that 
extent The net liability of arrears, therefore, comes to Rs.3962.50 crorcs. 

170.6 In case Govt, has any difficulty in meeting this liability, 50% 
of the arrears may be deposited in the GPF accounts of the employees. 

170.7 With regard to the annual liability for the year 1997-98, we have 
also to consider the positive impact of the deferment of retirement benefit 
consequent upon the enhancementof the age of superannuation by two years This 
is expected to yield a saving of Rs. 1500 crorcs per year for the two financial years 
of 1997-98 and 1998-99. Thus the net additional liability for the year 1997-98 
will be reduced to Rs.7300 crores. 

170.8 Although the overall liability appears to be massive, it does not 
seem to be beyond the capacity of the Govt, to pay. The average amount received 
by a Govt, employee/pensioner comes to around Rs. 10,547 per year or Rs.879 per 
month, which is not really too much. 
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INTRODUCTION 

171.1 The need for the establishment of a Permanent Wage Body has been 

expressed by several memorandists, unions and associations. Realizing the 
importance and utility of such a body, the Third and Fourth CPCs had also 
recommended the setting up of a standing Body to review the pay scales and rates 
of allowances and other related matters in respect of the Central Government 
employ ees. The views of the Third CPC were as under: 

"Our experience has convinced us that the system of periodically revising 
the pay structure and conditions of service of the Central Government 
employees on the recommendations of Pay Commission is not a very' 
satisfactory one. We feel that even broad judgements in these matters 
should be based on analysis of the relevant data. This is not possible 
when a Pay Commission is required to make recommendations on the pay 
scales and conditions of service for such a large number of employees 

within a limited period... We would, therefore, suggest the 

creation of a standing Body on Pay and Cadre Management". 

1712 The recommendations of the Fourth CPC were as follows: 

"If we may venture to say so, the work of a pay commission is 
laborious and .takes time. Moreover pay commissions come at 
intervals of 10 years or so. A great many changes take place in the 
meantime both in regard to the system of pay determination and the 
promotion policies, etc. Such changes take place quite fast in the 
case of compensatory allowance and other similar payments. An 
allowance which is considered sufficient today may not be 
reasonable if changes take place quickly. It is therefore necessary 
that there should be a permanent machinery to undertake periodical 
review of the pay, allowances and conditions of service of the 
Central Government employees. That will also enable Government 
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lo oversee the implementation of its pay policy in an effective. 

systematic and coordinated manner. We suggest that 

Government may set up such a body which should be responsible 
for maintaining and updating the basic data on pay and allowances 
of Government employees and to review the pay scales and rates of 
allowances and other related matters " 


DEFECTS IN PRESENT SYSTEM 


1713 However these recommendations for the appointment of a 

Pennanent Wage Review Body were not accepted by the Govt, and in September, 
1993 the Government decided to set up the Fifth CPC to review the pay structure 
of Central Govt, employees, thus continuing the old tradition of setting up periodic 
Pay Commissions. 

171.4 The present system of wage revision has the following inherent 

drawbacks 

(a) There is no mandatory provision for the periodicity of pay- 
revisions. During the intervening period, substantial erosion takes 
place both in the pay. of serving employees and in the pension of 
retirees. 

(b) The arbitrary cut-off dates of the awards adversely affect personnel 
retiring during the interregnum between two Pay Commissions. 

€> Pay relativities carefully established by the Pay Commission tend 
to get distorted due to adhoc decisions bv the Govt., the Courts and 
the Tribunals. 

(d) In the absence of a Standing Body, there is no mechanism to 
establish a data bank, on a continuous basis with the facility for 
recall. This results in the Pay Body getting burdened with the task 
of collection and collation of information, which otherwise should 
have been available to it in a processed form right from its very 
inception. 


PAY REVISIONS IN OTHER SECTORS 

171.5 One of the abiding complaints made by Central Govt, employees 

relates to comparison of their fate with that of their colleagues in other sectors 
There was a time when pay scales, allowances and retirement benefits in the 
Central Government were the best as compared to those prevalent in the State 
Governments, Public Sector Enterprises and even the private sector Today, the 
roles have been reversed. Pay revisions in the private sector are made every year. 
The public sector does it after every four or five years. Even the State 
Governments keep on revising payscalcs off and on and have managed to get a 
better deal than Central Government employees. This can not be termed as a happy 
situation, especially as this is likely to result in the induction of the worst human 
material in the employment of the Central Government. 


: 2049 






PAY REVISIONS IN OTHER COUNTRIES 


171.6 Most countries other than India do not have the concept of 

Dearness Allowance or cost of living allowance. They have, therefore, necessarily 
to revise the salaries of their employees every year, either through collective 
bargaining or on the basis of reports submitted by Pay Committees. Many 
developed countries have Standing Pay Revision Bodies, which considered pay 
revisions and terms and conditions of service on a continuing basis. In the United 
Kingdom, Pay Review Bodies undertake review of pay of both civilian and defence 
officials In Australia, the negotiations between the Government and the relevant 
Trade Unions arc guided by national wage principles, which are established by the 
Australian Industrial Relations Commission. A Salary and Cadre Management 
Committee, which is a permanent body, examines the pay structure and anomalies 
in Sri Lanka. Revision of pay structure in Malaysia is done by a special Cabinet 
Committee. 


DEMANDS IN MEMORANDA 


1717 Many Memorandists and Respondents to our Questionnaire have 

suggested the constitution of such a 'Continuing Machinery' for periodical review 
of pay, allowances, pension and other conditions of service of Govt, employees. 
In the Joint Memorandum of the Armed Forces, it has been suggested that a 
permanent Review Body should be set up to review pay, allowances, pensions and 
conditions of service of all Govt, employees. Such a body would also enable 
periodical review of the ceilings of House Rent Allowance, House Building 
Advance and various other Advances in accordance with the prevalent market rates. 


OUR RECOMMENDATIONS 


171.8 We have given earnest thought to this entire matter and feel that 

today we have to take some critical decisions that will have massive implications 
fear the future of this great country. One of these is that we have to induct the best 
possible human material in the Central Government. This can not be ensured if 
we continue with the present adhoc, periodic, hit-and-run kind of pay revision 
machinery. It is suggested that Government may set up a Constitutional body, 
which should be responsible for maintaining and updating the basic data on pay 
and allowances of Government employees and to review the pay scales and rates 
of allowances and other related matters on a continuing basis. In addition, the 
Permanent Wage Body may also be vested with the following functions:- 

(a) Continuous assessment of staffing norms in the light of changing 
technologies and modified role of public administration: 

(b) the resultant changes in recruitment patterns and qualifications; 

(c) measurement of efficiency and mechanisms for ensuring 
accountability in public administration; and 
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(d) job evaluation studies, which may also consequently lead to 
upgradation or dovvngradation of pay scales not connected with 
general annual revision of pay scales for all employees 

(c) Creat ion of new services. 


(f) Cadre Review etc. 

171.9 In fact, the mandate for such a Pay Body should be to suggest 
revision of payscales every year by merger of dearness'allowance or with reference 
to the cost of living index. This is the procedure being followed in the rest of the 
world and there is no reason why India should not fall in line with the practice 
being followed by other countries. Such a procedure wilt make for a graduated rise 
in the basic pays of Central Govt, employees, with consequent impact on dearness 
allowance, house rent allowance, retirement benefits etc. While the employees 
would have no grievance that their wage levels are static for periods ranging from 
10 to 13 years at a time, Govt, will also have the advantage of a gradual increase 
in expenditure on pay and allowances of its employees. It will also do away with 
the present tendency of tradesmen to hike up prices artificially merely because of 
the decennial revision of salaries of the Central Govt, employees. 

171.10 The only argument that Govt, can possibly have against the 
suggestion is that the Govt, will be required to spend more on pay and allowances 
than it does now, because of the lag between the need for pay revision and the 
actual revision itself. This is a false argument and fails to take into account the 
simmering discontent that such a palpably unjust mechanism engenders among its 
employees. Govt, is also forced often to take ad hoc decisions under pressure from 
the Unions without having the benefit of an overall view of the implications of such 
a decision from an expert body. If the Permanent Pay Body is also given the 
powers of suggesting administrative reforms leading to rightsizing of Govt., even 
the financial argument may fall by the wayside. In any case, the Govt, is likely to 
benefit immensely because of the impact that the constitution of such a body would 
have on the industrial relations in the Govt, with consequent benefit of no mandays 
being lost in strikes & lockouts. 

171.11 It would be in the fitness of things if the Permanent Pay Body is 
given a constitutional status and authority, as is the case with the Finance 
Commission. The Chairman, Members and Member Secretary can be appointed 
for a term of three years, so that there is a change of guard every now and then. 
Recommendations of the Pay Body should not merely be advisory in nature as at 
present, but should be in the nature of an award which is binding on the 
Government as well as the Govt, employees. 

171.12 In case for any reason Government finds itself unable to set up 
a permanent pay body, it should at least concede the right of Central 
Government employees to have a complete pay revision once in 10 years. 
This would mean that if the date of implementation of the Fifth Pay 
Commission is 1.1.96, the date of implementation of the Sixth Pay 
Commission should be pre-determined as 1.1.2006 irrespective of when the 
next Pay Commission is actually appointed. However, the Government 
should also take note of the fact that it generally takes a Pay Commission a 
period of about three years to complete its deliberations and therefore, the 
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next Pay Commission should be appointed latest by 1.1.2003, so that its 
report becomes available by 1.1.2006. 


171.13 In the Chapter on Dearness Allowance, we have suggested that each 

time the CPI increases by 50% over the base index used by the last Pay 
Commission. D A. should be converted into Dearness Pay. Such DP should be 
counted for all purposes, including retirement benefits. Assuming that an increase 
of 50% in the CPI Index would lake place in about 5 years time, the above proposal 
would amount to a kind of pay revision every 5 years instead of 10 to 13 years as 
at present This would be the second best scenario to the ideal of annual pay 
revisions painted above. This relief could be combined with the decennial exercise 
of pay revision through a Pay Commission and would partially meet the demand 
of Central Government employees for a more frequent revision of salaries on the 
analogy of public sector employees. 
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1.72.1 Before concluding our Report we would liketo express our grateful 

ihanks to the eminent persons, retired Government officers, representatives of the 
unions and associations of Central Government employee who sent us memoranda, 
replied to our Questionnaire and tendered oral evidence in response to our 
invitation. We are grateful to the Chief Justice of India, Chief Justice of Delhi 
High Court,Governors and Chief Ministers >vho were kind enough to spare some 
of their valuable time to give us the benefit of their views on various important 
issues. We are thankful to Members of Parliament, the serving and retired Chiefs 
of Defence Forces, Secretaries of Central Ministries, heads of organisations, and 
other officers of the Central Government, the State Governments and the Union 
Territories who shared their considered views on various complex issues. We 
would like to express our deep appreciation for the assistance provided by the 
officers of the Central Ministries and Departments, State Governments, Union 
Territories and Public Sector Undertakings who very kindly supplied us the factual 
information and other data requested by us from time to time. Our thanks are also 
due to our institutional consultants, to whom we assigned nineteen studies on 
selected topics, the reports of which were received in time and provided us with 
valuable inputs. We would also like to place on record our thanks to Shri V. Gouri 
Shanker, Senior Advocate, Supreme Court of India, who rendered valuable advice 
to the Commission, on various matters front time to time. 

172.2 We extend our thanks to all the eminent persons and heads of 
various organisations whom we met during our visits abroad and the Heads of 
Missions who collected information for us and facilitated our visit. 

172.3 We are thankful to Dr. N. Seshagiri, Director General, National 
Informatics Centre and Dr. K.K. Bajaj, Deputy Director General, for rendering all 
out acsicta nre in providing us computer system support which enabled us to submit 
our report in such a short span of time. Smt. Saroj Amoli, Principal Systems 
Analyst, NIC was with us throughout and proved a pillar of support. 

172.4 We would like to place on record our sincere gratitude to the officers 
and staff of the Commission, all of whom worked indefatigably to complete the 
work of the Commission in a record time. In particular, we would like to mention 
Shri N. Sunder Rajan and Shri Rakesh, Joint Secretaries, Shri D M. Gautam and 
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Smt. Madhulika Sukul, Directors, S/Shri Arvind Kumar, M.R Pania, Hasib 
Ahmed. A.K. Chandna. A.K Naik. Manoj Joshi, Smt. Babm Lai and Still P. 
Janaki, Deputy Secretaries, Sliri S.K. Vohra, Joint Director, S/Shri K.D. Uprcti, 
K John. S.D Baijal and Jiwan Das, Under Secretaries, S/Shri R N Sood and S.K. 
Srivastava. Deputy Directors, and Shri A.L. Sastry, Senior Analyst. The inputs 
provided by Shri O P. Nagpal, Principal Private Secretary to the Chairman, and 
Shri V.K Tondon and Shri k-’mal Kishor. Private Secretaries to Member Secretary 
and Member were also 1 <blc 


( S. Ratnavel Pandian ) 
Chairman 


Suresh Tendulkar yM.K. Kaw ) 

Member Mertrber Secretary 


We would like to place on record our deep appreciation and sincere thanks 
to our esteemed colleague, Shri M.K. Kaw, Member Secretary of the Commission. 
His comprehensive knowledge, wide-ranging administrative experience, 
unremitting perseverance and deep commitment helped us in understanding the 
complex issues and arriving at what we hope arc objective and balanced decisions. 
But for his dynamic leadership, the finalisation' of the Rcoort within a record time 
would not have been possible. 


(Suresh Tendulkar 1 
Member 


( S. Ratnavel Pandian ) 
Chairman 
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INTRODUCTION 


I The Fifth Central Pay Commission was Set up'by a Government 

notification dated 9th April, 1994 Justice S Ratnave) Pandian, a former Judge of 
the Supreme Court of India headed the Commission while Prof Suresh Tendulkar, 
a noted economist and ShriMK Kawl AS v^cre Member and Member-Secretary 
respectively. (Chapter 1) 

2. The Commission called for memoranda from associations and 

individuals and received more than 18,000 of these. If issued a general 
questionnaire to 6000 important individuals and experts, out of whom 1200 
responded It collected information, heard 5S3 associations, interacted with 
Governors, Chief Ministers, Judges, bureaucrats, military officers and specialists 
m different fields and paid visits both inside the country and abroad It set up 14 
Inter-Departmental Committees and commissioned 20 studies from reputed 
institutions. (Chapter I) 

3 The work of the Commission was done entirely on computers It 

was thus able to complete its task with just 130 employees in a record lime of 2 
years and 9 months This may be compared to the total time of 3 years and 11 
months taken by the Fourth Pay'Commission with a staff complement of 209 
(Chapter 1) 


PUBLIC SERVICES MANAGEMENT 


4 The Commission started off by looking a the task of governance 

in the 21 st century. Certainly there are many challenges ahead of us • economic, 
political and social. While diplomatic initiatives have to he launched so as to 
defuse tensions with our neighbours, population growth has to be held in check 
The rate of economic growth lias (o be accelerated in an atmosphere of 
liberalisation and globalization, where the state reduces its role as a manufacturer 
of good and services It has instead to ensure that there is a level playing field for 
both domestic and international players At the same umc, it would have to play 
a major pfert in promoting infrastructural and social services, as also in combating 
poverty and unemployment. (Chapter 3) 
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> Public scmccs have to subserve the new goals of the Stale From 

mere controllers and regulators, tiro, have to get converted into catalysis, promoters 
and facilitators 1 heir numbers need to be rightsized and an officer-orientation 
brought about Government itself needs to be restructured by closing down 
departments or amalgamating litem . by transferring subjects and institutions to the 
State Governments and Partchayau Raj bodies, by converting departmental 
undertakings into public sector undertakings, by encouraging cooperatives, 
auiortomouybodrcs and ttan-gcvcmincntal organisations to take over some of the 
functions of the Slate (Chapter 5) 

6 Simultaneously, the Government office needs to be reinvented 
There has to be delayering in order to reduce levels and level-jumping in order to 
reduce delays Large, unwieldy Sections have to give way to small, business-like 
Desks, the vast army of ministerial staff may be gradually replaced by Executive 
Assistants, witlMhc 0»>up C personnel hcipf -trained as multi-skilled 
functionaries Automation and computerisation should he brought in wholesale, 
so as to cut down on paper-work. Employees could be seated in large 
ergonomically designed halls in furniture of modular design m an aesthetically 
plcasuig environment Their productivity can be increased remarkably, by cutting 
down on holidays, keeping a check on punctuality by adopting the time-clock 
system and asking the canteens to serve tea right on their tables (Chapter 9) 

7 In this country, the work of- the Government is shrouded in 
mystery and the OfTicial Secrets Act gives the furtivcncss a legal sanction What 
is required is a Right to Information Act, under which citizen*have a right to find 
out exactly what is going on, at least immediately after a decision is taken 
Transparency also means that all decisions arc reasoned ones and contain an innate 
justifying logic (Chapter 13) 

8 We need a new kind of publio servant to fit this new role For the 
present, there ;s no alternative to the compctihvc examinations held by the UPSC. 
die Staff Selection Cpmmission, the Railway Recruitment Board etc to get at the 
best talent But these august bodies need not be bothered if recruitment to less 
than 15 jobs is involved Employment on contract basis should be encouraged 
Government employees should hav e the right to retain their lien for two years in 
ease they wish to migrate to the private sector (Chapter 17) 

9 Several steps hove been suggested in order to make performance 
appraisal more effective The Annual Confidential. Report (ACR) has been 
restored for the Group D cadres The ACR format should follow the rating system 
based on a l()-poinl scale as in the armed forces Any performance below the 
benchmark laid down for promotion should be treated as adverse The final 
grading should be communicated to the employee (Chapter 21) 

10 An important suggestion is that of a quinquennial appraisal of 
Group A officers, so that a full picture of the personality emerges after every five 
years Remarks about integrity would be allowed in such periodical reviews by a 
knowledgeable group and could lead to compulsory premature retirement of the 
officer in a manner that would be upheld by the courts (Chapter 21) 

11 Many solutions have been tried out in tne past to remedy 
stagnation The Commission has suggested an Assured Career Progression 
Scheme (ACP), under which two guaranteed financial upgradations would be given 
to Group B. C and D officials after 8 and 16, 10 and 20, and 12 and 24 years 
respectively For Group A cadres, there would be three such upgradations after 
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completion of 4. 9 and 13 years of service The benefit of higher pay scale, 
me hiding pay. fixation, would be available but not a functional promotion to the 
luglvcr post In some eases of isolated categories, it would be known as the 
dynamic AC'P sdteme for financial upgradation to higher posts which do not exist 
(Chapter 22) 

' 2 There is also a Flexible Complementing Scheme which had been 

initially designed for the Group A scientists involved in research A number of 
functional promotions were made under this scheme in scientific departments 
notified as such by the Department of Scicnpc and Technology The Commission 
has widened the scope of the scheme so as to cover ill Research and Development 
Professionals, whether they arc scientists, technologists or medical and computer 
professionals, at the same time taking out of (he scheme certain non-cntillcd 
categories which had managed to get the benefit undeservedly (Chapter 51) 

13 In order to build the spinal chord of the bureaucracy, the 
Commission has advocated the conslituuon of a high-powered Civil Services Board 
both at the Centre and the States Minimum tenures would have to be notified for 
each post Appointments even in the Stales, have been suggested through the 
mechanism of the Civil Services Board and Appointments Committee of the 
Cabinet No premature transfer would be allowed except after a proper ease, 
giv ing detailed reasons for such transfer, has been moved to the Civil Services 
Board The findings of the Civil Services Board are to be accepted invariably and 
in ease of disagreement, the entire proceedings have to be laid on the Table of the 
House Government employees who bring extraneous pressures to bear for their 
postings and transfers would have Id be proceeded against departmental!) 
(Chapter 25) 

14 Coming to the employment under the Central Government, the 
Commission has first analyzed the rate of growth in the size of the Government- 
machinery Contrary to popular belief, the annual compound rate of growth in 
number of civilian employees during 1984-94 has been 1%, while the armed forces 
personnel have increased by an annual ratc of 14% Among the civilians, the 
central police organisatiohs have multiplied very fast, showing the growth rate of 
5 6% (Chapter 26) 

15 The Commission has advocated a multi-pronged strategy to cut 
down numbers Fust, there is a backlog of 3 5 lakh vacant posts These could be 
abolished straightaway Secondly, there could be a freeze on further employment 
of junior staff while a sharp cut-back in intake has been advocated for the 
executives Thirdly , there is need for a perspective manpower plan under which 
there would be a downsizing of numbers by 30% in a ten-year period This could 
be achieved by the usual wastage through deaths and retirements, assisted by a 
greater number <Jf retirements under the Voluntary Retirement Scheme with the 
golden handshake and compulsory retirement of those who arc found to be 
incompetent or corrupt. (Chapter 27) 

16 Detailed strategies have been worked out for the optimisation of 
the All India and Central Services, scientific, engineering and medical services, and 
employment m the departments Of railways, posts, telecommunications, central 
police organisations and the defence serv ices In each of these, a minimum cut of 
30% in the next 10 years has been recommended (Chapters 28-33) 
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GENERAL PRINCIPLES FOR PAY DETERMINATION 


1 7 Coming to the principles of pay determination, the Commission 
has examined tire concepts of mclusivcncss, comprehensibility and adequacy, and 
the parameters of job evaluation, fair comparison, equal pay for equal work and 
model employer The concepts have been applied Among the parameters, that of 
job evaluation cannol be applied in such a short period, it can possibly be relevant 
if a permanent pay body is set up Comparisons with the public and private sector 
have many limitations, but these have to be necessarily made not with a view to 
granting panties but in order to establish some broad relativities The Central 
Government can no longer pretend to be a model or even a good employer in the 
context of other sectors of the economy having forged ahead of it in the matter of 
compensation packages to employees (Chapter 40) 

18 What this Commission has done is to apply a number of 
parameters simultaneously One of the principles is the intrinsic value of a job, as 
shown by the skill, the drudgery, the work environment, the qualification required, 
(he power, the prestige, the perquisites -- all the quantifiable and non-quantifiable 
characteristics which make a job what it is Then there is the delinking of pay from 
rank in the hierarchy, which has been introduced through the Assured Career 
Progression Scheme A broad framework of qualification-based pay scales has 
also been hinted at, by trying to bring about a broad uniformity between jobs 
requiring a minimum qualification of middle, malric, 10+2, 10+2 with 2-ycar 
diploma. 10+2 with 3-ycar diploma, graduate in arts, agriculture, law, science, 
post-graduate degree in arts/scicncc/commcrcc, degree in medicine, engineering, 
technology, etc An attempt has been made to link small entities to larger ones, 
isolated posts have been placed in cadres and disjointed cadres combined into 
Serv ices Thus, for example, a Subordinate Economic Service has been suggested 
to combine all the posts of Junior and Senior Economic Investigators in different 
Ministries and so has the Commission mooted the idea of new All India Sen ices 
in the field of medicine and engineering and Central Services for agriculture, 
veterinary science, informatics, libraries, archives, archaeology and the like 
(Chapter 40) 

I v In order to arrive at the new pay scales, the Commission has first 

tried to fix the two cardinal points of minimum and maximum salary For 
minimum salary, the Commission had requested the National Productivity Council 
for advice Based on one of the criteria, which adds dearness allowance to pay 
and then gives a weightage based on the percentage increase in the per capita net 
nauonal product between 1 1.86 and 1 Ithe Commission has arrived at a figure 
of Rs 2,440 as the minimum salary For the maximum salary, a studs was 
entrusted to the Indian Institute of Public Administration This was conducted as 
an opinion survey to ascertain what the present consumption level of Senior 
functionaries (Joint Secretaries and above) in Government was and what 
additionality they expected in order to meet their legitimate expenses Although 
the IIPA had suggested a pre-tax amount of Rs.36,000 for the Secretaries to 
Government of India, the Commission has been more modest and has suggested a 
figure of Rs.26,000 This incidentally keeps the minimum-maximum ratio stable 
at I 10 7, which was the ratio determined by the Fourth Pay Commission 
(Chapters 41 & 43) 
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20 . The Services arc currently classified into Groups A, B, C and D. 

The Commission had engaged the Tala Consultancy Services for a study on the 
restructuring of the Government One of the suggestions made in the study was 
to change the present status- based classification to a function-based one 
Modifying the recommendations slightly, the Commission has suggested a 
classification into Top Executives (Secretaries, Special Secretaries, Additional 
Secretaries and equivalent). Senior Executives ( Joint Secretaries, DIGs and 
equivalent), Executives (all others in Group A), Supervisory Personnel, Supporting 
Personnel and Auxiliary Personnel. The Commission has also recommended that 
the distinction between gazetted and non-gazdllcd officers in Government should 
be abolished. These two suggestions arc intended to take the bureaucracy out of 
its feudal past into a modem present. (Chapter 44) 


CIVILIAN EMPLOYEES : PAY SCALES 


21. The Commission has suggested a merger of some pay scales, with 
the result that the total of 51 pay scales which exist today are likely to be reduced 
to 34. Reduction of the pay scales beyond this number was not found practicable. 
Annexe gives details of unrevised and proposed scales of pay. (Chapter 43) 

22. Currently, Group D scales had been reduced to two. The 
Commission has given a four-grade structure to auxiliary staff under the new 
dispensation. The new scales have a wider span in terms of years, so that they run 
for loqger periods. The pejorative appellations of "Khalasi" or "Unskilled worker" 
have been done away with and replaced by the more graceful designation of 
"Shramik”. (Chapter 53) 

23 In the Group C scales, a deliberate attempt has been made to give 

a better deal to the artisan category, by amalgamating the scales of pay of Highly 
Skilled 1 and II. Many of the categories have been upgraded, partly due to the 
higher educational qualifications prescribed as essential for them. (Chapter 43) 

24. In Group B scales, three patterns have emerged In some 

serv ices like the Central Secretariat Service and its sister services in the Railways 
and Armed Forces Headquarters, an intermediate grade of Rs.2500-4000 has been 
introduced with the rank of Desk Officer and 25% posts of Section Officer 
upgraded to this rank. In the technical services of the railways, Rs. 2500-4000 has 
emerged as the Group B pay scale, in replacement of Rs.2375-3750 Some Group 
B Services like the Delhi, Andaman & Nicobar Islands Civil Service have been 
upgraded to Rs.2200-4000, like State Civil Services elsewhere. (Chapter 49) 

25 Coming to All India Set*vices (AIS), the Commission has 
suggested several steps to improve their all-India character. For direct recruits, the 
allotment of cadre has been recommended on die basis of merit-cum-option, while 
for promotees, it has been suggested that 50% of them should be allotted to 
contiguous States in the same region. The Commission has also recommended that 
each AIS Officer should mandatorily have«to do at least one stint in the 
Government of India. (Chapter 47) 

26 In order to stiffen the backbone of the AIS Officers, the 
Commission has made several suggestions. The State Governments should have 
only the power to recommend their suspension, giving full reasons, and the Central 
Government should decide the matter one way or the other within 5 days of the 
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reference. The Central Government should have the power to change the cadre 
of an A1S Officer if he is found to have developed too close a nexus with local 
elements. State Governments should also follow the procedure of posting officers 
on the recommendations of a Civil Services Board and through the Appointments 
Committee of the Cabinet. There should be prescribed minimum tenures for each 
post and no premature transfer should be allowed, except according to the 
prescribed procedure after a reference to the Civil Services Board (Chapter 47) 

27 With regard to the edge in pay scales that is currently enjoyed in 

respect of three 1 scales of pay by the officers of the Indian Administrative Service 
and Indian Foreign Service, the Commission has hot found any persuasive reason 
to disturb the same and as such the replacement pay scales have been suggested. 
In order to set the controv ersy of a single examination at rest, the restoration of the 
old.system of examination which used to prevail before 1979 has been suggested 
(Chapter 47) 

28. For the IAS, it has been recommended that the Secretaries 

inchargc of Home and Forests in the States should be placed in the scale of Rs. 
7600-8000 (pre-revised) in order to improve their interaction with their Heads of 
Departments. It has also been suggested that no IAS Officer should be posted as 
a District Collector unless he has completed nine years of service. (Chapter 47) 

IPS 29. In the IPS, the post of Commissioner, Civil Aviation Security, 

which is currently in the scale of Rs. 7300-7600 has bear recommended for 
upgradation as Director General in the pre-revised scald of Rs.8,000 (fixed). All 
posts of Directors General of Police in the States have beeri uniformly fixed in the 
pre-revised scale of Rs 7600-8000. Currently, there is no cadre post of Additional 
DGP in the States. In fact, the Ministry of Home Affairs had made an abortive 
attempt to abolish these posts but had to retrace its steps in view of the strong 
reaction from the State Governments. The Commission has recommended that the 
rank of Additional DGP be recognised for, creation of cadre posts in the pre¬ 
revised scale of Rs.7300-7600. The demand of IPS Associations for abolition of 
the rank of DIG has not been accepted, as it is functionally required at the level 
of the Range and there was no desire to disturb the established relativities with the 
Armed Forces. However, the condition,that an officer should ordinarily put in 
four years of service in the grade of DIG for promotion to the scale of IG has been 
removed. (Chapter 47) 

IFS 30 There has been a long-standing demand that the Indian Forest 

Serv ice should be at par with the IPS. This has been accepted. Accordingly, the 
pay scale of Principal CCFhas been raised toRs.7600-8000, posts of Additional 
PCCF allowed in Rs.7300-7600 and Conservators of Forests moved up to Rs. 
5100-6150. The post of IG Forests in the Central Government has been 
redesignated as Director General, while Additional IGs have been upgraded to 
Additional DGs in the scale of Rs. 7600-8000. (Chapter 47) 


Central Services 31 The Commission has taken special steps to ameliorate the 

conditions of all Group A Central Services. Uniform career prospects in all 
services being a distant objective, the best option is to go for a model cadre 
structure The distribution of posts at different levels has been laid down as under:- 


0 



Cadre, review 


Optimisation 


Cadre control 


Posts at higher 
levels 


ACP 


Engineering 

Services 


Scale 

Percentage of 
Senior Duty 

Posts 

Mandatory eligibility 

Period 

Senior Time Scale 

30 

5th year 

Junior Administr¬ 
ative Grade 

30 

9th year 

Selection Grade 

20 

14th year 

Sr. Administrative 
Grade 

17 

17 th year 

Higher Administra¬ 
tive Grade 

3 

25th year 


(Chapter 48) 


32 Cadre reviews have now to be part of the Cadre Rules and they 

arc mandatorily to be held every five years The holding of a cadre review itself 
is being declared as a justiciable matter. (Chapter 48) 

33. Optimisation of numbers has also been advocated, by reducing 
the numbers in each Service by 30%. The obvious solution is to target an overall 
cut of 30% in total numbers, but their distribution over the different pay scales 
has to be adjusted so as to bring it closer to the model cadre structure (Chapter 48) 

34. While the cadre control may continue to be vested in the present 
cadre controlling authorities, it has been suggested that an officer of the particular 
Central Service in the rank of JS/Dircctor/Deputy Secretary' should be posted in 
the office of the Cadre Controlling Authority, to keep an eve on the interests of 
the Serv ice. (Chapter 48) 

35. The Commission has approved either the encadrement or the 
upgradation. of at least one post in the rank of Special Secretary in the pre-revised 
scale of £s. 8,000 (fixed), for every Central Service of reasonable size A limited 
number of posts at senior levels have also been recommended for upgradation. 
pending a final cadre review. (Chapter 48) 

36. The provisions of the Assured Career Progression Scheme for 
Group A Services would'ensure that on the completion of the 5th, 9th and 13th 
year financial upgradation to STS, JAG and NFSG would take place almost 
automatically and everyone would reach the pre-revised scale of Rs. 4500-5700. 
One of the aims of the model cadre structure is to ensure that the functional 
promotion to these scales also takes place in the same periods of time (Chapter 
48) 

37. With regard to engineering services, it may be mentioned that they 
would benefit from all the general recommendations made for all Services In 
particular, a few additional advantages have been suggested for them: 

a) Diploma-holders in engineering generally entered service in the pay scale 
of Rs 1400-2300 or below. All of them have been brought up to the pre- 
revised scale of Rs. 1600-2660 
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Scientific Services 


b) Degree -holders in engineering were being recruited in different pay 
scales Most of them (if not all) have been upgraded to the pre-revised 
pay scale of Rs.2000-3500. 

c) For Junior Engineers in CPWD and similar organisations, the normal 
residency period for 1 st ACP which is 10 years for all the other services, 
has been kept at 5 years. 

d) Flexible Complementing Scheme which used to be confined to scientists 
has been extended to R&D Professionals in the field of engineering also 

c) Superintending Engineers who used to be promoted to Rs.3700-5000 
initially and then move to an NFSG of Rs.4500-5700 have now been 
provided with the initial promotion itself to a functional scale of Rs.4500- 
5700. 

(Chapter 50) 

38. The Commission has also accepted a suggestion for registration 
of government engineers in order to promote a high degree of professionalism 
among them. A Design and Planning Allowance has been recommended for 
engineering officers posted at Headquarters. It has been suggested that engineering 
services should be included for the Foundational Course conducted for all Civil 
Services probationers. In order to upgrade the status of their training institutions, 
the posts of heads of all institutions imparting training to^Group A engineering 
services have been upgraded. It has been Suggested that the head of the Military 
Engineering Service should be a civilian, the idea being that the process of 
progressive civilianisation of the military engineering organisations should 
commence. (Chapter 50) 

39. With regard to scientific services, apart from their benefiting 
from all the recommendations meant for other Group A Services, there are certain 
special features for them in the Report:- 

a) Scientists have been divided into R&D Professionals and Scientist 
Administrators. While the former would retain the advantages of FCS, 
the latter would be covered by ACP. 

b) Wherever the number of posts in a particular area is large, an organised 
sciehtific service has been suggested. For example. Central Agriculture 
Service, Central Geoscieritific Service and Central Veterinary Service 
have been mooted. 

c) Group A scientists can become members of (me national and one 
international professional body at government expense 

d) Measures have been recommended to permit scientists to participate in a 
national conference every two years and an international conference every 
four years. 

e) Sabbatical will be allowed to scientists for a maximum of two years in 
their career. 


f) Institutional consultancy has been permitted for R&D Professionals on a 
fee-sharing basis. 
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g) Standard designations have been suggested for the operative, advisory and 
programme management fields 
(Chapter 51) 

40 For the medical services, the Commission has recommended an 

All India Health and Medical Service as a long-term objective A high-powered 
panel should open a dialogue with States in order to form such a service within 
five years Meanwhile, it has been suggested that existing Central health and 
medical posts be unified into a single Central Health Service with common 
seniority Entry into the service should be at graduate, specialist and super- 
specialist levels, but seniority should be integrated at each level. In ease 
supcrspecialists arc not available on normal terms, they could be taken on contract 
on negotiated terms and conditions. Non-practising Allowance has been changed 
to 25% of basic pay, subject to pay plus NPA not exceeding Rs.29,500 Total 
parity has been suggested between GDMOs, Dental Surgeons and Physicians of 
the Indian Systems of Medicine and Homeopathy. (Chapter 52) 

41. For the workshop staff, the Commission has recommended a 

minimum educational qualification of 8th standard in all Government departments 
This is meant to achieve higher educational and skill levels among industrial 
workers. 'Unskilled' woikers have been redesignated as Shramiks' Highly skilled 
Grades .11 and 1 have been merged into the higher grade to improve their chances 
of promotion. The inter-grade ratio of defence industrial workers has been 
significantly improved on the lines of similar ratios for railway workshop staff. 
The initial pay scale of,technical supervisors has also been improved in 
accordance with the general approach of improving remuneration of diploma 
engineers in Government. (Chapter 54) 


PAYSCALES FOR OFFICERS AND EMPLOYEES OF SUPREME 
COURT OF INDIA AND HIGH COURT OF DELHI 


42. On a thorough consideration of the constitutional position and the 

historical background, the Commission has taken a conscious view that no 
recommendations be made on this subject. The matter should be decided in 
accordance with the provisions made in the Constitution and the various 
judgements pronounced by the highest court in the land. (Chapter 103) 


CIVILIAN EMPLOYEES: ALLOWANCES AND FACILITIES 


43 As far as allowances are'concerned, the Commission has noted 

that the existing formula of differential rates of neutralisation of cost of living 
through the dearness allowance has operated unjustly against the middle and senior 
management in Government. While the peon's real wages increased by 53% 
between 1949 and 1996, the Secretary's real income was eroded to the extent of 
72% during the same'period. The Commission has, therefore, recommended that 
inflation neutralisation be made uniform @ 100% at all levels. While th<; 
AICPI(IW) may continue to be used for calculating Dearness Allowance, the 
series using 1982 aS the base should now be used. It has been further suggested 
that every time the CPI increases by 50% over the base index used by the last Pay 
Commission, the DA should be converted into Dearness Pay and be counted as Pay 
for all purposes, including retirement benefits. (Chapter 1 OS'* 
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44 With regard to City Compensatory Allowance, the Commission 

has added one category of cities (called A -1 cttics). The existing and proposed 
rates of CC'A arc as under:- 


Existing CCA_ Proposed CCA 


Pav Range 

Class of City 

Pay Range 


Class of Cily 


(Basic Pay 

A 

B-i 

B-2 

(unrevised) 

A-l 

A 

B-l 

B2 

in Rs.) 




(Basic Pay in Rs.) 




750-940 

30 

25 

20 

750-1000 

90 

65 

45 

25 

950-1500 

45 

35 

20 

1001-1500 

125 

95 

65 

35 

1500-2000 

75 

50 

20 

1501-2000 

20Q 

150 

100 

65 

2000&abovc 100 

75' 

20 

2001&above 

300 

'240 

180 

120 


(Chaptfcr (06) 

45. Special Compensatory Allowances arc granted to employees for 

exceptionally difficult local conditions in different place?. The Commission has 
suggested that the Government should appoint a committee to prepare a detailed 
scheme for the evolution of a Composite Index of Difficulty/Hardness of an area. 
Meanwhile, the Composite'Hill Compensatory Allowance, Bad Climate Allowance 
and Tribal Area Allowance should be subsumed under the head of Special 
Compensatory Allowance (Chapter 106) 

46 The following rates of Special Compensatory Allowance have 

been recommended: - 


Rate per month 

in Rs. for Pay + 

NPA+ Stagnation Increment 

Areas 

750- 

1001 - 

1501 - 

2001 - 3000 & 

Listed in 

1000 

1500 

2000 

3000 above 

Part A 

300 

500 

700 

1000 1300 

Part B 

250 

400 

550 

800 1050 

Part C 

150 

300 

450 

600 750 

Part D 

40 

80 

. 120 

160 200 


(Chapter 106) 


47. Project Allowance is granted when employees work on major 

projects in undeveloped/underdevcloped areas to compensate them for lack of basic 
amenities and facilities The Commission has doubled their rates as under - 


Basic Pay Range 
(revised) 

Rate of Project Allowance 
per month (Rs.) 

Below Rs. 3000 

180 

Rs 3000-4499 

300 

Rs 4500-5999 

450 

Rs.6000-8999 

600. 

Rs 9000 and above 

750 


(Chapter 106) 


48 Training Allowance is currently given @> 15% of basic pay The 

Commission has recommended that the percentage should remain unchanged, and 
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lhe allowance be made admissible to all faculty members, including trainers on 
deputation from Universities and other academic institutions (Chapter 106) 

49. The Commission has concluded that employees arc subjected to 
tw o kinds of risks: contingent risks and continuous risks The former are one-time 
events which would be covered by the scheme of cx-gralia payment Continuous 
nsks cover situations where the risk is inherent and continuous in the occupation 
itself Payment of Risk Allowance has been recommended only in the second type 
of case. The rates have been doubled and range between Rs 40 and Rs 300 p m. 
(Chapter 106) 

50, On Night Duty Allowance, status quo has been recommended. 
(Chapter 106) 

51 The Commission has suggested that all executives of and above 

the rank of Deputy Secretary and equivalent should be provided with a Telephone 
Attendant at their residences. The attendant would be recruited directly by the 
Officer and would not enjoy the status of a government employee, but the fixed 
salary of Rs.1500 p.m. for such attendants would be borne by the Government. 
This facility will not be additionally available to officers who are already entitled 
to personal attendants by whatever name they may be called. (Chapter 106) 

52. In the Armed Forces, entertainment allowance is admissible to 
certain officers who arc required to entertain high-ranking guests or reciprocate 
such gestures The Commission has recommended that for certain specified 
officers on the civilian side, both in the Centre and the Sates, entertainment 
allowance ranging 1 from Rs.600 to Rs. 1000 ja m. be paid (Chapter 106) 

53. There are certain allowances and facilities already available to 
officers of AIS and Central Government posted in the North-East These have 
been liberalized. The Special Duty Allowance has been retained at 12 5% of the 
new basic pay, with no upper ceiling. Officers can retain accommodation at the 
place where their family is staying on payment of normal licence fee and also 
retain a residential phone at Government expense. The amount of Children's 
Education Allowance has been doubled and the families made eligible for CGHS 
facilities. The Officers have also been allowed to come twice in their entire service 
on an emergency passage by entitled class to their home town. All the above 
facilities have also been extended to officers posted in Sikkim. (Chapter 106) 


54 Travelling and daily allowance rates have been liberalised 
Executives arc now permitted to stay in private hotels of appropriate status Air 
trav el is also being permitted for all official journeys by executives. (Chapter 107) 

55 A transport allowance ranging between Rs 75 and Rs 800 is being 
permitted to all employees to enable them to meet part of the expenditure on 
commutation between office and residence However, staff cars are being restricted 
to Top Executives and field officers only, all others being served by a pool of hired 
taxis. (Chapter 107) 

56 Leave Travel Concession is being allowed by air for some 
selected senior categories Employees can opt for three Home Town LTCs instead 
of having one all India and one-Homc Town LTC in a block of four years An 
extra period of 60 days is being allowed for accumulation of earned leave This can 
be encashed either at the time of superannuation or in batches up to ten days each 
along with the LTC. (Chapter 108) 
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57. Deputation Allowance has been retained at 5% and 10% of basic 

pav for same station and out-station dcpulalionists. without any ceiling This 
allowance would now also be available to officers of the rank of Joint Secretary and 
above coming on deputation to the Central Government (Chapter 110) 

5X With regard to bonus, the Commission has shown its inability 

to devise individual departmental schemes within the short time at its disposal, 
especially in view of the reluctance of the major Federations to let the issue be 
decided by the Pay Commission Broad parameters for working out bonus 
schemes have been enunciated. It has been slated that bonus should be linked to 
productivity and not to production When changes in technology lake place, 
norms should also undergo revision. An eligibility ceiling of Rs.4500 p.m. has 
been suggested and the calculation ceiling has been retamed at Rs.2500 p.m. The 
maximum bonus has been suggested as 30 days in ease of ad hoc bonus and 55 
day's in ease of productivity-linked bonus It has been suggested that ad hoc bonus 
schemes should be converted into PLB schemes within a period of nine months. 
(Chapter 111) 

59 The Commission has taken up housing as an important priority 
issue A multi-pronged strategy has been suggested as undcr:- 

a) Government housing to have a target of 70% housing satisfaction in Delhi 
and 50% satisfaction in other cities within a period of 20 years. 

b) Government to augment its resources by taking housing loans from ADB, 
World Bank and housing finance companies Employees to contribute to 
a compulsory housing fund 

c) Provision of. leased accommodation and allowing self-lease of 
accommodation. 

d) Govt to evolve a suitable hire-purchase scheme to provide one dwelling 
unit to each employee at the time of his retirement. 

e) House Building Advance raised from Rs.2.5 lakhs to Rs.7.5 lakhs. The 
cost ceiling range also increased from Rs 2.5 - 6 lakhs to Rs.7.5 - 18 
lakhs Rate of interest suggested at lower rates of 6-11% instead of 7.5- 
12% as at present. 

0 House Rent Allowance has been recommended @ 30% of the maximum 
of the payscale in A-1 cities and from 5% to 15% of the maximum in other 
cities. 

(Chapter 112) 

60 Rates of assistance under various schemes of educational 
assistance have been doubled. (Chapter 113) 

61 The Commission has suggested that the network of CGHS 
dispensaries should be expanded to cover more cities and at least one private 
hospital recognised for in-patient treatment in every Jown having a CGHS 
dispensary All Authorised Medical Attendants in a single station should be 
organised into CGHS Agencies and identified for priority expansion of the scheme 
Contributions of employees to the scheme have been recommended to be increased 
and it has been suggested that individual departments should also make 
contribution for expansion of the CGHS network. It has been suggested that 
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timings of CGHS dispensaries be divided into two shifts either by paying a split- 
duty allowance or by dividing the existing staff into two shifts For outpatient 
treatment in areas presently covered by medical reimbursement, a medical 
allowance of Rs. 100 p.m. has been recommended There arc also suggestions for 
compulsory medical checkup of employees at Govt cost after they attain the age 
of 40 years, introduction of health credit cards on a pilot basis and for medical 
insurance to cover the hospitalisation needs of employees. (Chapter 114) 

62. With regard to General Provider^ Fund, a higher rale of interest 
(13%) on deposits has been suggested. The limit under the deposit-linked 
insurance scheme has been raised to Rupees Onc lakh. (Chapter 115) 

63. The Commission has recommended the doubling of rate of 
contribution to the Group Insurance Scheme, as also the amount of insurance cover 
It has been suggested that the deposits be kept in a trust fund outside the Public 
Account, and be managed by a Committee which also has employees' 
representatives or* it The benefits under the scheme should be at par with those 
offered by the Army Group Insurance Scheme. (Chapter 116) 

64. No major changes have been suggested in the leave rules. Some 
pf the minor changes arc: 

a) Accumulation of earned leave for- encashment at the time of 
superannuation increased by 60 days^to 300 days. 

b) Rules for encashment of half-pay leave changed to the extent that 
commuted half-pay leave can be utilised to complete the period of 300 
days in case there is a deficiency 

(Chapter 117)_ 

65. Some quits drastic suggestions have been made under this head, 
in order to increase the time available for work in Government offices These arc . 

a) Shift from 5-day to 6-day week, with second Saturday being an off-day. 
This would mean an increase of 40 working days in a year. 

b) Gazetted holidays have been reduced from 17 to 3 - viz. Republic Day, 
Independence Day and Mahatma Gandhi's birthday. The reduction of 14 
days here has been made'iip by increasing the number of restricted 
holidays. 

c) No holidays to be declared on the demise of any leader, except the 
incumbent President and Prime Minister. 

d) Overtime Allowance has been abolished. 

(Chapter 118) 

66. The Commission has recommended a series of measures to benefit 
women employees in Government. Some of thfise are enumerated below : 

a) The quantum oi maternity leave has been enhanced from 90 to 135 days 

b) Paternity leave of 15 days been recommended for male employees during 
the confinement of their wives 




Canteens 


Attire Allowance 
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JCU 


Age of 

superannuation 


c) Flexi-time and flcxi-placc has been suggested for introduction on a pilot 
basis. 

d) Age of initial recruitment for women has been enhanced to 35 years. 

i ) Part-time employment on optional basis, has been introduced, with the 
proviso that they can work half-Umc for 6 years connected with two child¬ 
rearing periods at half the salaries, with the period of service counting for 
all purposes. 

(Chapter 120) 

67. In view of the importance of canteens for providing clean and 

wholesome food at reasonable rates to the Government employees, the Commission 
has re-introduced grants-nn-aid at rates ; varying between Rs:2500 to Rs.40,000 for 
departmental canteens. (Chapter 121); 

68 The Commission has concluded that a large number of employees 

who are entitlpd (o uniforms do not actually wear them. It has therefore been 
suggested that in cases other than uniformed services and security Staff, uniforms 
should be replaced by an attire allowance of Rs 100 p.m. (Chapter 122) 

69. Amount of various advances currently available to Government 

employees have been raised and made more realistic. Car Advance has been raised 
to Rs. 1.8 lakhs; motor-cycle advance to Rs.30,000; scooter advance to Rs.20,000; 
bicycle advance to Rs. 1,500 and advance for purchase of personal computers fixed 
at Rs.l..Q lakh. Eligibility criteria have also been suitably revised. Festival 
Advance has been replaced by a. general purpose advance equal to one month's 
basic pay + dearness allowance In order to mitigate hardships to the families of 
Government employees dying in harness, the Commission has, for the first time 
recommended a provision for waiving off outstanding loans in case of employees 
dying in harness whose next of kin has not been given a Government job on 
compassionate growds, to the extent of Rs.50,000 for auxiliary staff, Rs. 1.0 lakh 
for supporting and supervisory personnel and Rs.2.0 lakhs in the case of 
executives. (Chapter 123) 


70. The Commission has observed that in some cases, Government 

takes inordinate tune in taking a final decision on the Award of a Board of 
Arbitration,. Accordingly, a time limit has been fixed for accepting or rejecting the 
Award oflhe Board of Arbitration. The Commission has also recommended that 
in cases where a question of general nature is concerned, the decision taken in one 
specific case either by the judiciary or the Government should be applied to all 
other identical cases. (Chapter 126) 


CIVILIAN EMPLOYEES : PENSIONS AND OTHER RETIREMENT 
BENEFITS 


* 

71 The age of superannuation has been increased to 60 years for all 

employees, except for personnel of .CPOs and armed forces. This will be 
applicable from a prospective date to be notified by the Government, and shall not 
apply to those who are on extension. (Chapter 128) 
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72 Voluntary retirement has been recommended under two di fferent 

schemes One is the normal scheme of voluntary retirement after a service of 20 
years, which has been retained A special scheme of VRS with golden handshake 
is being proposed for departments having identified surplus staff. Apart from the 
normal weightage of 5 years, this scheme onvisages cent per cent commutation of 
pension and a special ex gratia payment @ 1.5 times pay plus DA for each year of 
service put in or year of service left, whichever is less. (Chapter 129) 

73. The Commission visualizes a pension of 67% of last pay drawn 
as being sufficient to meet the post-retirement needs of an employee. This would 
be met to the extent of 50% through the normal scheme of pension to be funded by 
Government, with the balance 17% being made up by contributions from the 
employees to a Pension Fund. Additional pension has been recommended @ 1% 
for each additional year of service beyond 33 years. Ceilings on pensions and 
gratuities have been removed. Gratuity would now be paid on the basis of pay and 
D.A. on the date of retirement. Terminal gratuity would be admissible to those 
resigning from Government service al&>. (Chapter 133) 

74. Family pension has been recommended at a uniform rate of 30% 
of pay 100% neutralisation of coist of living through dearness relief has been 
suggested. Such relief would be now available to employed family pensioners also. 
(Chapter 134) 

75. The Commission has rationalised the various schemes of ex gratia 
award on the death and disability of a Government employee, with the result that 
uniform amounts of pension and ex gratia awards would be available to civilian 
and mililary.employees for death met in similar circumstances. (Chapter 135) 

76. The limit,of commutation of pension for civilian employees has 
been raised from 33.1/3% to 40%. The commuted portion would be restored after 
12 years, instead of 15 years as at present. (Chapter 136) 

77. There has been- a long-pending demand for absolute parity 
between past and present pensioners. The Commission has accepted such total 
parity between pre-and post-1.1.1986 pensioners, but a modified parity-formula 
has been evolved for pre-and post-1.1.1996. pensioners. The overall formula 
assures a minimum pension of 50% of the minimum pay of the post held at the 
time of retirement as revised from time to time. This applies to family pensioners 
also.‘(Chapter 137) 

78. For SRPF/CPF retirees, an ex gratia of Rs.600 p.m. along with 
dearness relief has been proposed. (Chapter 139) 

79. The concept of interim relief for pensioners has been introduced 
for the first time by the Fifth CPC. It has expressed the hope that the linkage of 
pensioners with employees for purposes of interim relief would continue in the 
future. (Chapter 138) 

80. A fixed medical allowance of Rs. 100 p.m. has been recommended 
for pensioners residing in areas notcovered by CGHS. (Chapter 140) 


Other matters 

regarding 

pensioners 


81. The ignorable part of pension for purposes of re employment has 

been raised from Rs.500 to Rs. 1500 p.m. All restrictions on re-employment of 
pensioners in commercial employment have been removed. (Chapter 141) 
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X2. Looking at the role of the armed forces, the Commission has 

concluded that its participation in counlcr-insurgcncy operations should be 
minimised Accordingly. Rashlriya Rifles should be disbanded and the Assam 
Rillcs handed over to the Ministry of Home Affairs for being amalgamated with 
the CRPF (Chapter 142) 

83. The Commission felt that a clcarcut role for the armed forces 
should be delineated and a National Security Council formed in order to advise the 
Cabinet on security issues. A Perspective Manpower plan should be drawn up in 
order to optimise the manpower and increase investment in equipment and 
armaments. (Chapter 33) 

84. The Commission has surveyed the scenario of employment in the 
armed forces and concluded that the shortages arc mainly in the short-service 
commissions A number of steps to make a career in the armed forces more 
attractive have been initiated: 


a) Cadets during training at Service Training Institutes will now be paid 
Rs 8000 p m as against Rs. 1500 p.m. at present 

b) The rank of 2nd lieutenant has been abolished. 

c) The starting basic salary for commissioned officers has been kept at 
Rs.8250/- as against Rs 8000 p.m. for civilian officers. 

d) The qualifying service for substantive promotion upto the rank of Lt Col. 
(TS) has been reduced by one year. 

c) The ACP Scheme has been extended to the armed forces 

0 Integrated payscalcs of the commissioned officers have been replaced by 
regular payscalcs. 

(Chapter 147) 

85 The following revised pay scales have been recommended for 

service officers: 


Lieutenant 

Captain 

Major 

Ll Colonel 

Colonel 

Brigadier 


Rs 8250-300-10050 
Rs.9600-300-11400+Rs.400 rank pay 
Rs. 11600-325- 14850+Rs. 1200 rank pay 
Rs. 13500-400- 171 00+Rs. 1 600 rank pay 
Rs: 15100-450- f7350+Rs2000Tank pay 
Rs. 1 5350-450-17600+RS.2400 rank pay 


The pay scales of higher ranks are equated to the corresponding 
civilian pay scales. (Chapter 147) 


86. As regards the pay structure of Personnel Below Officer Rank, the 

following changes have been suggested 


a) Group D of PBOR have been brought at par with Group C. 
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b) ACP Scheme has been introduced on par with civilians 

c) Starting pay of infantry soldier has been increased to Rs 3000 p in. 

d) Classification and appointment pay rates have been enhanced 
(Chapter 146) 

87 Most of their specific allowances have been doubled. However, 

keeping in mind the additional hazards involved in fighter flying and service in 
submarines, they have been granted a 2.5 times increase. Personal Maintenance 
Allowance has been rationalised. Travel entitlements have been brought at par 
with civilians. Gallantry Awards have been substantially increased In the case of 
Parana Vir Chakra, there is a major increase to Rs. 1500/- p.m. (Chapters 149-155) 

88. The Commission has not changed the present scale of rations 
being granted to the armed forces personnel. However, in order to afford greater 
flexibility in purchase of items to officers posted in peace areas, they have been 
allowed a cash ration allowance in lieu of rations in kind. (Chapter 157) 

89. House Building Advance has been raised to Rs.7.5 lakhs as in the 
case of civilians Rates of compensation in lieu of quarters have been enhanced. 
(Chapter 158) 

90. Leave encashment has been raised from 240 days to 300 days and 
proportionately for lower categorisations. Encashment of leave authorised at par 
with civilian employees. (Chapter 160) 

91 The weightage in qualifying service for pension has been 
increased by two years. Family pension has been rationalised Provisions on re¬ 
marriage of widows have been liberalised Disability pensions have been 
thoroughly restructured as under: 

a) Broadbanding of degree of disability has been carried out, with those 
boarded out being treated as having 50% disability, those between 50 and 
75% as having 75% disability arid those between 75 and 100% treated as 
having 100% disability. 

b) The attributability of disability to service is now to be judged by the 
officer higher in rank to the Commanding Officer. 

c) The extent of disability once determined continues for life, unless review 
•is demanded by the individual himself. 

(Chapter 161-164) 

92 The scheme of granting near parity in pensions for past pensioners 
as in the case of civilians has been extended to armed forces personnel (Chapter 
165) 

93 Percentage of reservation of ex-servicemen has been proposed to 
be increased from 10 to 25% in CPOs. Thcrtus also a suggestion for recruitment 
of CPO personnel for short service commissions in the armed forces, followed by 
a lateral transfer to the CPOs after seven years of service. Two committees, one 
under the Raksha Rajya Mantri and the other under the Additional Secretary, 
Ministry of Defence have been recommended for monitoring resettlement of ex- 
servicemen (Chapter 166) 
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94. Medical Allowance @ Rs. 1.00 p m has also been suggested for 

armed forces pensioners, living in remote areas where normal health facilities arc 
not available (Chapter 166) 


OTHER MATTERS 


95 The Commission has felt that the salaries and pensions 
recommended by it arc not really adequate if they are to be fully taxed 
Accordingly, it has recommended that all allowances and pensions should be paid 
net of taxes. (Chapter 167) 

96 With regard to fixation of pay in the revised scales, the 
Commission has suggested that one additional increment in the revised scale should 
be granted in case there is bunching of four batches of employees at the minimum 
of the scale. This is an improvement on the Fourth CPC where one increment for 
bunching of five batches was recommended. (Chapter 169) 

97. It has been suggested that the revised pay scales, dearness 
allowance and pensions should be given retrospective effect w.e.f. 1.1.1996. All 
other allowances, including CCA, HRA etc. should be made applicable 
prospectively, (Chapter 170) 

98. The Commission has estimated that the additional financial 
implications for one year would come to Rs.8800 crores. However, this figure 
would be reduced to Rs.7300 crores for the financial year 1997-98, if we deduct 
the savings expected from the postponement of retirement benefits. Arrears for 
fifteen months are to be paid only for some of the items listed above and the 
financial implication is estimated at Rs.5462.50 crores. As a third instalment of 
Interim Relief is to be deducted from this, the net additionality comes to 
Rs.3962.50 crores. The Commission has suggested that 50% of the arrears could 
be paid in cash and the rest deposited in the GPF Accounts of the employees. Thus 
the total financial implications of implementing the Pay Commission's Report for 
a period of 27 months from 1.1.1996 to 31.3.1998 is likely to be Rs. 11,262.50 
crores (Chapter 170) 


99. The Commission has recommended that pay revision should, in 

future, be entrusted to a permanent Pay Commission drawing its authority from a 
Constitutional provision, whose recommendations should have a binding character. 
Pay should be revised annually as in other countries. As an alternative, it has been 
suggested that dearness allowance should be converted into dearness pay every 
time the cost of living rises by 50% over the base level. This would imply a 
revision of pay every 4 to 5 years v The final option is to have a decennial exercise 
as at present, but with fixed dates. The Commission has suggested that the date 
of constitution of the next Pay Commission should not be later than 1.1.2003 and 
the date of implementation of its recommendations should be»l. 1.2006, irrespecti ve 
of when its report is submitted. (Chapter 171) 
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ANNEXE 


PROPOSED SCALES OF PAY 


SI. 

NO. 

EXISTING 

STANDARD SCALES 

OF PAY 
<Rs.) 

GRADES 

REVISED STANDARD 
SCALES OF PAY 

, _ 

SPAN IN 
YEARS 

1. 

750-12-870-14-940 

S-1 

2440-40-3200 

19 

2. 

775-12-871-14-1025 

S-2 

2550-45-3540 

22 

3. 

800-15-1010-20-1150 

S-3‘ 

2650-50-4000 

27 

* 

4. 

825-15-900-20-1200 

S-4 

2750-95-4400 

30 

5. 

950-20-1150-25-1400 

950-20-1150-25-1500 

1150-25-1500 

S-5 

3050-70-4590 

22 

6. 

975-25-1150-30-1540 

975-25-1150-30-1660 

S-6 

3200-85-4900 

20 

7. 

1200-30-1440-30-1800 

1200-30-1560-40-2040 

1320-30-1560-40-2040 

S-7 

4000-100-6000 

20 

8. 

1350-30-1440-40-1800-50-2200 

1400-40-1800-50-2300 

S-8 

4500-125-7000 

20 

9. 

1400-40-1600-50-2300-60-2600 

1600-50-2300-60-2660 

S-9 

5000-150-8000 

20 

10. 

1640-60-2600-75-2900 

S-10 

5500-175-9000 

20 

11. 

2000-60-2120 

S-11 

6500-200-6900 

2 

12. 

2000-60-2300-75-3200 
2000-60-2300-75-3200-100^3500 

S-12 

6500-200-10500 

20 

13. 

2375-75-3200-100-3500 

2375-75-3200-100-3500-125-3750 

S-13 

7000-225-11500 

20 

* 

2500-4000 (proposed new 
pre-revised scale) 

S-14 

7500-250-12000 

18 

14. 

2200-75-2800-100-4000 

2300-100-2800 

S-15 

8000-275-13500 

20 

15. 

2630/- FIXED 

S-16 

9000/-fixed 


16. 

26*30-75-2780 

S-17 

9000-275-9550 

2 

17. 

3150-100-3350 

S-18 

10325-325-10975 

2 
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si. 

NO 

t XISTlNG 

STANDARD SC AITS 

Of PAY 

(Rs) 

GRADES 

REVISED STANDARD 
SCALES OF PAY 

(Rs) 

SPAN IN 
YEARS 

18. 

3000-125 3625 

3000 100 3500 125-4500 

3000 100 3500-125 5000 

S-19 

10000-325-15200 

16 

19 

3200 100 3700-125 4700 

S-20 

10650-325-15850 

16 

20 

3700-150-4450 

3700-125-4700-150-5000 

S-21 

12000-375-16500 

12 

21. 

3950-125-4700-150-5000 

S 22 

12750-375-16500 

10 

22 

3700-125-4950-150-5700 

S-23 

12000-375-18000 

16 

23 

4100-125-4850-150-5300 

4500-150-5700 

S-24 

14300-400-18300 

10 

24. 

4800-150-5700 

S-25 

15100-400-18300 

8 

25 

5100-150-5700 

5100-150-6150 

5100-150-5700-200-6300 

S-26 

16400-450-20000 

8 

26. 

5100-150-6300-200-6700 

S-27 

16400-450-20900 

10 

27 

4500-150-5700-200-7300 

S-28 

14300-450-22400 

18 

28. 

5900-200-6700 

5900-200-7300 

S-29 

18400-500-22400 

08 

29. 

7300-100-7600 

S-30 

22400-525-24500 

4 

30 

7300-200-7500-250-8000 

S-31 

22400-600-26000 

6 

31. 

7600/- fixed 

7600-100-8000 

S-32 

24050-650-26000 

3 

32. 

8000 /- FIXED 

S-33 

26000/- FIXED 

- 

33. 

9000 /- FIXED 

S-34 

30000/- FIXED 



‘Note it ma* uu ciarif'iec that while discussing the various pay scales. the Commission came to the conclusion 
that mere was ^eed for another payscale between Rs 2000-3500/ 2375-3500/2375-3750 on the one 
hand ar(i Rs 2200-4000 or Rs 3000-4500 on the other As such, we coined a pre-revised payscale 
of Rs 750C-400C as a Group B' payscale. to act as an intermediate stage As we had already decided 
to 'ii.se the ievised payscale corresponding to Rs 2200-4000 to Rs 8000-13500 (instead of Rs 7000 
t:fc. ov, should h ave become if the broad multiplier of 3 25 were used), there was a gap of Rs 1000 
*: \it ho early understood that the pro-revised scale of Rs 2500-4000 (as it corresponas to a 
f e. vc: s aie Rs 7.600- 1 7000 i is a iowe*’ srav tha*' Rs 2303-4000 (as 1 co rr esponos to a revised 
- .... 3 R-- .13500. 
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Some f/rt’limimiri observations 


I hc Fust ('entail Pav Commission was constit tiled in Mas. I94<> to inquire into and 
report on. among other things. the structure of the pas scales and standards of remuneration of 
di Herein categories of Central Government employ ces svilli the objective of achieving rationalisation, 
simplification and uniformity to the fullest degree possible Such commissions with varying terms 
of reference were constituted thereafter, generally atintcrs als of a decade or more, in August 1957. 
April 1970 and July 19X7 Oyer a periodof time, the pension structure and death-cum-rctiremenl 
benefits and compensation packages for Armed Forces personnel were also brought within the 
purs less of the Central Pas Commission 

The Terms of Reference (Annexe I) of the present Pas Commission, formally 
constituted in April 1994. are. in mans respects, significantly wider in their ambit and scope than 
thos&of its predecessors Apart from determining anapproprialc salary structure and pensionary 
benefits for Central GovcrnnKiit ctaplo\tks:(hc CotttmrSsion has also been asked, for the first time, 
to examine the terms and conditions of service of Armed Forces personnel and to recommend the 
reforms necessary to bring about desirable changes in work methods, environment and attitudes, 
aimed at promoting efficiency in administration, reducing redundant paper work and optimizing the 
si/c of the Government machinery 

This Pay Commission has received over 20.000 memoranda as against 950 by the 
First Pay Commission, and 5.000.9.500 and 8.500 respectively by the Second. Third and Fourth Pay 
Commissions. Many employ ees and their associations hav e pitched their demands high on this 
occasion because of the high expectations generated by economic liberalisation, the freer play of 
market forces and the rise of consumerism, combined with the removal of ceilings on private sector 
managerial salaries There is now an increased demand for parity w ith the commercial undertakings 
in the public and private sector and strict adherence to the doctrine of "equal pay for equal work" 

On the other hand, the essence of thc-conslitutional mandate for decentralisation 
and dev olution of political power to the States and grass-root self-governing institutions and the 
aftermath of liberalisation arc expected to result in a significantly altered, if not a diminished, role 
for the Central Gov ernment This may necessitate radical changes in organisation, methods and 
procedures of administration and a thinning of the bureaucratic flab These would get an added 
impetus in the context of the adv anccd and more efficient systems of information storage, processing 
and retrieval now available The progressive increase in the size of the Government machinery over 
a penod of time and its adverse impact on Govctment's ways and means position have also been a 
cause for concern Besides, public dissatisfaction with the performance of the Government 
machinery is perhaps more discernible now than in the past. It is probably on these considerations 
that Government have, for the first time, asked a Pay Commission to suggest methods for its 
optimization 


Though the bulk of the mainstream thinking seems to be for a trimmed but better 
paid class of Government employees, there arc some who hold the v iew that the compensation 
packages and "invisible" benefits available to Government employees arc even now excessive in 
relation to their job demands and responsibilities and in contrast to the millions who live below the 
pov erty line It has been further stated that the increased lev els of managerial remuneration in the 
priv ate corporate sector arc the result of their having to function in an internationally competitiv e 
environment with reasonably transparent performance appraisal criteria and all the attendant 
uncertainties in regard to job security. There is also a feeling in some quarters that the country can 
ill afford the luxury of extending further concessions to its employ ees in the overall context of the 


22 



mounting fiscal and revenue deficits of the Central as well as the State Governments and of their 
likely inflationary impact. 

In this milieu, apart from ensuring a satisfactory package of benefits to Government 
employees, the Commission will necessarily have to pay due regard to the likely impact of its 
recommendations on the economy in general and the resources of the Central Government in 
particular The cascading effect of their rccomnicndattons on the State Governments: the public 
sector, autonomous institutions: local bodies, etc. cannot also be ignored The other demands on the 
resources of the Government, such as those on account of its socio-economic obligations, defence 
and national security, and the requirements of sound fiscal management, will also have to be taken 
int6 account A satisfactory- resolution of these conflicting points of view, therefore, is not an easy 
task 

Having regard to the far-reaching implications that its recommendations would 
have, the Commission wishes to ascertain the views ofoptmon-makers from different walks of life 
across the country, to enable formulation of recommendations which would be appropriate and 
feasible in the prevailing circumstances 

What ts now being elicited is your personal opinion, which may not necessarily be 
that of your organisation, association or profession. Your responses should be specific and contain 
reasons to justify the course of action advocated. Please also feel free to suggest scales of pay, rates 
of increment, formulae, norms, etc. 

Just a single copy of your response, prcteraoiy typed, will suffice. It is also not 
necessary that every question should be answered. The choice is entirely left to you. 

The functioning of the Government affects.all of us. Your response will be a valued 
input to our decision-making process. Confidentiality of your replies would be ensured and these 
utilised only internally by the Commission. A prompt and detailed response is, therefore, solicited. 
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SECTION I : GENERAL APPROACH 


Impact of chtntf’iiif’ scenario 

() || What is ilie likclv impact of the fast-changing socio-economic and political 

scenario m the country on the role of Government’’ Will the functional 
responsibilities of Government employees continue to remain as important as at 
present* 

Q 1.2 Many employees and their associations have pitched their demands high because 

of the high expectations generated by economic liberalisation Arc such 
expectations and demands justified'/ 

Comparison with public/private sectors 

0 1.3 To what extent arc the comparisons between pay scales and perquisites in 

Government and the public sector and the demand for parity valid and justified'’ 

0 1.4 The recent decision to abolish the ceiling on compensation packages for senior 

managers in private companies and the entry of multinationals in India hav e 
resulted in a phenomenal increase in the salaries and perquisites of the private 
sector Is there sufficient justification for Government employees to seek broad 
parity with them' 7 

Q 1.5 Given the differences in job requirements and responsibilities, and the fact that 

Government may not be able to match the compensation levels in the private sector, 
what other incentives and perquisites can be considered so that Government 
employees arc motivated to give their best and the right type of talent is attracted 
to Government service' 7 

Q 1.6 Is it possible to quantify all other benefits, excluding pay. derived by employees in 

Government and the public and private sectors from security of tenure, promotional 
avenues, retirement packages, housing and other invisibles? If so, what 
methodologies would you suggest in order to ensure an appropriate comparison? 

0 17 In order to ensure a fair comparison based on principles of equity and social 

justice, would it not also be appropriate to take into account the economic 
conditions of large sections of the community which arc less privileged than 
Government employees and many of whom live below the poverty line? 

Q I X Is it feasible for Government to prescribe and enforce a national income and wage 

policy? If so, would the institutional arrangements for this purpose include a 
permanent Pay Commission or a similar agency for Central Government 
employees? 

International comparisons 

0 I l ? Some countries have raised civil service pa\ scales almost to lev els prevalent in the private 
sector on the hvpothesis that a well-paid bureaucracy is likclv to be honest and diligent To 
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what extent would such a hvpolhcsis be valid and how far \\inild such a course of aclion he 
desirable al (he present stage of India's economic development’* 

( upacify to pay 

0 1 10 How should the capacity to pay of the Government be assessed'* Should we look at the 
proportion of expenditure on wages and salaries (including pensions) to (a) revenue receipts 
and cxpcndituroofthe Central Government, and/or (b) the Gross Domestic Product’’ In the 
overall context of mounting fiscal deficits of the Central Government on the rev enue 
account, what criteria should be adopted to determine the capacity to pay'* 

Impact on other organisations 

0 111 The recommendations of the Pay Commission arc likely to lead to similar demands front 
employees of Slate Governments, municipal bodies, panchavali raj institutions and 
autonomous institutions Their paying capacity is considerably limited. To what extent 
should this factor act as a deterrent in devising a reasonable remuneration package for 
Central Gov ernment employees’’ 

Accountability 

Q 1.12 There arc those who feel that a bettor deal to Government employees must be contingent on 
the imposition of an effective system of accountability, including their w illingness to accept 
the hire and fire' regime supposed to prevail in the private sector. Others apprehend that 
this would expose the civ il servant to the ills of subjectivity, arbitrariness and victimization 
Please suggest appropriate criteria for enforcing accountability in Government 
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SECTION 41 : PRINCIPLES FOR PAY DETERMINATION 
General Principles 

0 2 1 Main general principles like fair comparison, job evaluation, pay relativities, equal pay for 
equal work, supply and demand considerations. State as a model employer etc have come 
to be accepted How.would you prioritize these conflicting principles 9 What additional 
principles for pay determination would you suggest in the present context 9 

Minimum wage 

0 2.2 What should be the criteria to determine the minimum wage? Should it be the "living wage" 
promised in the Directive Principles of State Policy and. as envisaged in Article 43 of the 
Constitution? What Should be its relationship with per capita National Income ? Please 
suggest an appropriate basic pay for the lowest functionary in Government based on the 
criteria preferred by you 

Highest salaries 

Q 2 3 How should we determine the salary to be paid to a Secretary in the Central Government ? 
Is it necessary that We adhere to a pre-determined minimum-maximum ratio on ideological 
considerations 9 Or is it more important to ensure efficient administration by preventing 
flight of outstanding talent from Government? Please suggest an appropriate basic pay for 
a Secretary 

Relativities 

Q 2 4 Would you suggest any changes in the current vertical and horizontal relativities in respect 
of any Sen ice or Cadre ? 

Q 2 5 Would it be correct to concede a demand for parity between two posts in different 
organisations merely on the basis of a comparison of pay scales and designations which may 
sometimes be misleading? Would it not be more appropriate to base it on job content? 
What other indices would you suggest to ensure a fair comparison 9 

Q 2 6 Employees in the Secretariat and analogous establishments arc entitled to higher payscales 
than the corresponding field functionaries This was supposed to compensate them for the 
loss of certain facilities available to them in field assignments and the extra effort required 
for decision-making at the policy level Are these factors valid even today particularly in 
the context of decentralisation and devolution of administrative powers 9 Should field 
functionaries, in fact, not be entitled to a higher compensation 9 

Q 2 7 In offices having industnal units, the ministerial cadres (Superintendents, Clerks etc ) have 
an edge oyer the technical cadres (technical supervisors, artisans etc ) Should the edge be 
continued or dispensed with 9 Please elaborate 

Group A Services 

Q 2 X Is there a ease for a Unified Civil Service, merging therein all Centra} (both technical and 
non-tcchnical) and All India Services, allowing vertical and horizontal movement 9 Or 
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should there be two distinct streams, one embracing all the technical services and the other 
for lion-technical services’’ 

Q 2 At present, officers of I A S and I F.S have a slight edge over those of other all India and 
Group A Central Sen ices Should all these services be brought at par in respect of status, 
salaries, promotion prospects etc ? If you favour an edge, what norms should be prescribed 
in this regard and how should strict adherence thereto be ensured’’ Can flexible 
complementing be resorted to. in order to provide promotional avenues without having to 
create additional posts in higher scales’’ 

Q 2:10 Do you feel that the pattern of pay scales for all Group A Services should be re¬ 
designed so as to attract candidates of the requisite calibre? Having regard to the 
compensation packagesbcmgoIFered to fresh MBAs and other provisionals by the private 
sector, what emoluments would you suggest for an entrant to a Group A Service in 
Government? 

Professional personnel 

Q 2 11 What steps should be taken to ensure that scientists, doctors, engineers and other 

professionals with sophisticated education and skills arc retained in their 
specialised fields in Government? Should there be a separate compensation 
package for them,, which may include a higher status and initial pay, advance* 
increments, a higher retirement age, improvement in service cpnditipns, etc ? 

Q 2 12 Should scientists in the fields of agriculture, rural development, animal husbandry 

etc. not be treated at par with scientists in the field&of space, atomic energy, ocean 
development, etc.’’ 

Court employees 

Q 2 13 Pursuant to court judgements, the scales of pay for employees of the Supreme 

Court of India and the High Court of Delhi have been raised to ievcls higher than 
those of their peers in Government. Should this divergence in pay scales be 
continued as a measure of personnel policy, in view of the special conditions stated 
to.be prevalent in the higher judiciary? 

Employees of Union Territories 

Q 2 14 Should the pay scales of employees in Union Territories be equated to those of 

corresponding posts in the Central Government or in the neighbouring States, or 
sometimes to the one and sometimes to the other? 
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SKCtlON III : PAY STRUCTt'RK 


Classification of Posts 

Q 3 I Presently. civ ilian jxists in ihc Central Government arc classified into four Groups ( A'. B'. 
C and D') with'reference to their scales of pay Would you suggest any changes therein'* 

Restructuring of Croup C A I) posts 

Q 3.2 It has been suggested that all lower Group C functionaries in the Secretariat be replaced by 
multi-functional Executive Assistants, who would be graduates and well-versed in office 
work, secretarial skills and use of modem office equipment including computers. Similar 
arrangements can be evolved for Group C posts in other organisations of Government 
What do you think of this suggestion ? 

0 3 3 Similarly, regrouping of Group D staff into fewer categories capable of performing diverse 
functions has been suggested How would you react to this proposal ? 

Pay-scales 

How should a pay sc&lc be structured ? What is a reasonable ratio between the minimum 
and maximum of a pay scale? 

Currently, there arc 56 pay’seales in Government. Should these be reduced in number ? 
Will such reduction not lead to a sense of stagnation ? 

Efficiency bars 

Should efficiency’ bars be retained ? If so, how should these be related to performance 
appraisal criteria 7 

Increments 

Q 3 7 What should be the criteria for determining the rales and frequency of increments in respect 
of different scales of pay 0 Should these bear a uniform or varying relationship with the 
minima and/or maxima of the scales? 

Stagnation 

Q 3.8 Should stagnation be countered by having long integrated pay scales as arc now available 
to the armed forces, by introducing selection grades, through grant of stagnation increments 
or by some other method ? 

0 3.9 What specific criteria could be adopted to prescribe appropriate pay scales for isolated posts 
with little or no promotional avenues 0 

Revision of 'pay scales 

0 3 10 To what level of the cost of living index should the revised pay scales be linked 0 


Q 3.4 
0 3.5 

Q 3 6 
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Q 3 11 Please suggest a formula for revision of the existing pay seales. giv ing reasons 

Q 3 12 I low should pay be fixed in the revised pay scales 7 Should there be a point-to- 

poinl fixation 7 If not, please suggest a method by which it can be ensured that 
senior personnel arc not placed at a disadvantage vis-a-vis their juniors and due 
weightage is given for the longer sen ice rendered by the former 

0 3.13 What should be the date of effect of the revised pay scales and other 

recommendations? 

Exempt 'um from Income Tax 

Q 3 14 It has been suggested that the emoluments of Government employees and 

pensioners, or at least those elements thereof which arc compensatory in nature like 
DA/Dcamcss Relief, CCA, HRA etc. should be exempted from income tax What 
arc vour views ? 
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SECTION IV : .AH mVANOvS AND KAril.lTIES 


Dearness Allowance 

() 4 1 In \ ic\v of the fact that the majority of the Indian population hits no hedge against inflation, 
is the payment of Dearness Allowance to Government employees justified * If so. should 
there he any distinction in this regard between the Central Government employees and (hose 
in public undertakings ’ 

0 4 2 1 las Dearness Allowance come to stay as a device for countering inflation'* Or should basic 
pay be directly linked to the cost of living index? 

0 4.’ Docs the All India Consumer Price Index for Industrial Workcrs(Gcncral) suitably reflect 
inflation, especially in respect of employees in (lie middle and high income groups'* If not. 
what alternative measure can be used? What base year would be ideal'* 

Q44 Most associations hav e requested for full neutralisation of the Cost of Living Index at all 
levels Is the demand justified'* 

0 4 5 Should D. A instalments be released yearly, six-monthly, quarterly or monthly'* Should the 
release be automatic'* 

Compensatory Allowances 

Q 4.6 Is City Compensatory Allowance a sufficient compensation for the problems of a large city'* 
If DA and HRA provide full neutralization, do you think CCA should continue'* Is there a 
need for changing the basis of classification of cities and the rates of CCA'* If so. please 
suggest the revised basis and rates 

Q 4 7 Having regard to the number of advantages available to personnel posted in urban areas and 
their general reluctance to serve in rural areas, is there any justification at all for a City 
Compensatory Allowance'* Should an allowance instead be paid as an incentive for ■serv ice 
in rural areas'* 

Q 4 8 What modifications would you suggest in other allowances like Hill Compensatory 
Allowance. Winter Allowance, Bad Climate Allowance, Remote Locality' Allowance, Project 
Allowance. Tribal Area Allowance, etc.? 

0 4 9 Should Non-Practising Allowance (now available to doctors and veterinarians) be abolished 
and private practice allowed? If not. should similar compensation be sanctioned to all other 
professionals in Government or even to all Government employees'* Should there be 
differentials in rates of NPA'.* If so. on what basis? 

0 4 10 How would you decide whether a Risk Allowance is justified for a particular category of 
employ ees'* Should the allowance be replaced by Risk Insurance'* 

Housing 

0 4 11 The lex el ofsansfaction in provision of Government residential accommodation is just 25% 
What should be llie reasonable percentage satisfaction in provision of such accommodation'* 
Should it be made available by (i) capital outlay on Government colonics, (li) hiring of 
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privately owned flats or (in) reimbursement ol market rents actualK paid by five employees, 
and to what extent under each alternative? 

0 4-12 What are the difficulties encountered b> employees in securing Government 
accommodation? Arc these accentuated by creation ol distinct pools lor spcciticd 
categories, allotment to non-cntitlcd persons. non-vacation and allotment on out-of-tum 
basis' 7 How can these be resolved? 

Q 4.13 Should Government charge licence fcc(rcnt) from its employees for residential 
accommodation 0 On what basis? 


0 4.14 Should Government try to ensure that each employ ee owns a house on retirement? Is there 
a ease for a scheme under which the employee buys the house from Government by paying 
the monthly' reni, under a hire-purchase arrangement? Should some houses be earmarked 
in all Govcmmcnt-run or-controllcd schemes for allotment to its employees' 7 

House Rent Allowance (HRA) 

0 4 15 The existing classification of cilics/loyvns for the purpose of HRA is based on population 
data derived from the decennial census. Would y ou suggest reclassification of cities for 
purposes of HRA and if so, in what manner? 'The present HRA rates vary from Rs. 150 to 
Rs. 1000 per month What should be the relationship (expressed as a percentage) between 
HRA and (i) the basic pay and (ii) prevailing market rents? Should HRA be linked to the 
Cost of Living Index? 

House-building Advance (HRA) 

Q 4 16 The admissible quantum of HBA is 50 times of basic pay or Rs.2.5 lakhs or actual cost of 
construction, whichever is (he least. This is further restricted to the repaying capacity' of the 
employee. What liberalisations would you suggest in the HBA Scheme? Should the amount 
of admissible advance be linked to the Cost of Construction Index? Should the rate of 
interest be comparable to the rates charged by banks and PSUs from their employees 0 
Should Government at all subsidize interest in the context of the free market economy? 

Travelling Allowance 

Q 4 17 Would you suggest any amendments to the Travelling and Daily Allowance Rules and rates 
In particular, to what extent should hotel charges be reimbursed by Government? 

Q 4 18 In what manner should the transfer grant, incidentals and baggage allowance be raised so 
that transfers arc no longer vicyvcd as a punishment 0 

Transportation 

Q 4 19 Should Government accept responsibility for. transportation of officers and staff betw een 
residence and office' 7 How much should be charged for this? Should they instead be asked 
,to use their persona! vehicles and be paid a petrol alloyvancc, in cash or kind'* 
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l eave Travel ('oncession 


Q 4 20 Should Leave Travel Concession Scheme be made more attractive by permitting travel to 
the home town annually and anywhere in India biennially? Or should it be replaced by a 
Leav e Trav el Allowance? If so. what should be the amount ’ Should railway passes and 
Privilege Ticket Orders be provided to all Government employees on the Same scales and 
conditions as arc presently admissible to railway employees or should these facilities be 
withdrawn even for the latter - ’ 

Educational Allowances 

0 4 21 Do you have any suggestions in regard to the schemes of Children's Education Allowance. 
Payment of Hostel Subsidy. Reimbursement of Tuition Fees and Subsidy for the Purchase 
of Books? Should these be replaced by an annual Education Grant? 

Health Cover 

Q 4 22 Docs the Central Gov ernment Health Service provides satisfactory medical cover'’ Should 
it be abolished or strengthened ? Should employees be required to contribute to CGHS 9 
If so. how much - ’ Do you think that medical facilities developed by different departments 
at the same stations should be pooled and made available to all employees 9 

0 4 23 In order to ensure adequate medical coverage to‘Government employees, various 
alternatives such as reimbursement of all expenses incurred on obtaining treatment at 
Government or private clinics and hospitals, with or without any ceiling, introduction of a 
contributory medical insurance scheme or payment of a fixed monthly medical allow ance 
have been suggested Which alternative would you recommend and why 9 

Pt-ovident Funds 

Q 4 24 Arc any modifications necessary in the General Proyident Fund Scheme? Should it be 
voluntary? Should the rates of interest on deposits be increased ? Will a trust be able to 
manage the funds better? 

Q 4 25 Would you recommend a Contributory Provident Fund Scheme in lieu of GPF and pension, 
at least for those who enter Government service late in life? 

Insurance Cbverage 

Q 4 26 Arc y ou in favour of increasing the amounts of insurance cover provided to employees under 
the Group Insurance Scheme 9 If so, by how much? 

Q 4 27 Do you feel that employees deployed on duties involving risks to life and limb 

should be insured for higher amounts 9 Should special provisions be made for 
employ ces dying due to violence or accident in the course of discharge of their 
duties 9 Should these be molicablc to-ail categories or only to specified ones 9 


Bonus 

0 4 2X Should bonus and similar cx-gratia benefits be abolished or extended to all Government 
employees? Should pay ment of bonus be .linked to the productivity of (he Ministry/ 
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organisation'’ If so. what criteria would you suggest in respect of those organisations, lire 
output of which cannot he measured quantitatively'’ 

Incentive for family planning 

Q 4.29 Do you think that the present increment given for promoting the small family norm deserves 
to be replaccdby a lump-sum incentive? If so, what should.be the amount? Should the 
incentive be^xtchdcd to those Vvho limit the size of their families without resorting to 
sterilization'.’ 


Overtime Allowance 

0 4.30 Do you favour complete abolition of Overtime Allowance, without any exception 
whatsoever? If not, what changes would you advocate in the system? Is payment of 
honorarium in offices where extra w ork has to be necessarily disposed of on a time-bound 
basis in certain periods of the year a better option? 

Leave 

Q 4 31 It has been suggested that earned leave should be allowed to be accumulated upto 360 days 
(as against 240 days at present), and be cncashablc to the extent of 15 days annually and 
360 days at the time of retirement. What are your comments? 

Q 4.32 Should half-pay leave be abolished or made encashable ? It has been urged that any 
deficiency in accumulation of earned leave at retirement should be made good by set-off 
against the unutilized half-pay leave. Is this justified? 

Q 4.33 Is the present quantum of maternity leave (90 days) sufficient? A demand has been made 
that paternity leave should also be sanctioned. How would you react to this suggestion? 

0 4 34 Would you favour a parity between industrial and non-industrial employees within the 
Government in respect of their leave entitlements? 


Welfare Measures 

Q 4.35 Please comment on the adequacy of welfare measures like canteens, cooperative stores, 
sports clubs, uniforms and protective clothing etc. What further measures would >ou 
suggest? 

Advances 

Q 4.36 Should all advances for purchase of conveyances and computers be equal to their actual 
market prices'* Should the linkage between the quantum of advance and the market price 
be done awav with? 


Women employees 

0 4 37 Should there be a reserv ation for women in Government service'’ If so, what percentage 
would you suggest'* 
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0 4 3X In what manner shoulddisabilities and discrimination suffered by women in respect of 
recruitment, promotion, career devdopmcnt. working conditions, remunerations or job 
security be removed* What special facilities like flexible lime-schedules. age relaxation, 
chikhcarc sen ices, equal opportunity, early retirement plans etc arc necessary to improve 
their condition 7 

0 4 .V) Should a male and female employee married lb each other be treated as independent entities 
for purposes of entitlement to accommodation, allowances, advances, concessions etc 7 
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SECTION V : ARMED FORCES PERSONNEL 
Conditions of Service 

Q 5 1 What steps should be taken to make entry into the Defence Services more attractive to 
maintain the morale of personnel and to ensure their continued retention'* Please identify 
the areas where conditions of their service need to be improved 

Restructuring 

Q 5.2 Keeping in view the changed geo-political and strategic environment and the lessons of 
recent wars, is there a scope for restructuring of the Armed Forces with greater emphasis 
on technology than on manpower? In this context, what specific measures would you 
suggest to ensure the cost effectiveness of the defence apparatus? 

Q 5.3 There is an increasing tendency in recent years to deploy the Army in aid of civil power for 
quelling internal disturbances. This has attractcc^advcrse criticism. The raising of the 
Rashtnva Rifles as a Wing of the Army to specialize in internal security duties has also not 
been viewed favourably. What are the solutions to this complex and sensitive problem ? 

Recruitment 

Q 5.4 It has been suggested that recruitment should be made only to the fighting units of the 
Armed Forces and afler a short spell of about 7 years, some of the officers and men should 
be laterally transferred, based on their suitability, to the non-combatant wings, the 
paramilitary forces and civilian jobs. Also, that all civilian officers in the Central 
Government should have to undergo a compulsory two-year stint in the armed forces and 
then remain as reservists, as in other countries,, Flow would you react to these suggestions 
? 

Pay and Perquisites 

Q 5.5 What should be the basis for determination of pay scales for Armed Forces Personnel ? 
What weightage should be assigned on a ten point scale to (i) parity with civil services, (ii) 
comparison with private sector, (iii) special and hazardous nature of duties, (iv) short career 
span and (v) restricted rights? 

i 

Q 5.6 There are definite requirements both to keep the Forces young and to meet the aspirations 
for faster and assured promotions. What changes would you suggest in the present pay 
structure and promotion policies ? 

Q 5.7 How should the pay of a soldier, sailor and airman be determined ? How should it relate to 
the minimum wage in Government and the pay of a constable in paramilitary’ or internal 
security forces ? 

Q 5.8 There is a demand that Ration Scales and Field Service Concessions should be uniformly 
applicable, across the board, within the Armed Forces without any distinction based on 
rank There is also a demand either for withdrawal of some of these concessions in other 
than field areas or for their extension to all similarly placed paramilitary forces What arc 
your views on the subject ? 


35 



0 5 *) Is a possible tostandardi/c the period of service. pay structure, emoluments and service 
conditions among the three services ' } 

Q 5 10 Would you suggest any rationalisation of tltc large number of allowances now av ailable for 
Other Ranks'* 

0 5 11 Arc v ou aware of specific concessions which have become too tedious to av ail of, due to 
cumbersome procedures involved, as in the issue of Railway Warrants to javvans. Do you 
think these procedures can be simplified, say'by issue of pre-paid coupons ? If so. how ? 

Retirement Benefits 

Q 5.12 Should there be any chanj" in the ages of superannuation? Is there scope for a Voluntary 
Retirement Scheme ? If so, please suggest an appropriate scheme. 

Q 5.13 Is it feasible to have one-rank-one-pcnsion ? Is the scheme for payment of One time 
Increase the right solution for reducing the difference in pensions between present and past 
pensioners ? 

C.S.D. 

Q 5 14 Would you suggest any modifications in the existing arrangements relating to Canteen 
Stores Depots ? 

Ex-servicemen 

Q 5 15 What more can be done to rehabilitate and improve the lot of ex-servicemen ? Should there 
be a protection of last pay drawn for- those re-employed in civil services ? 
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SECTION VI : RETIREMENT BENEFITS 


Age of retirement 

Q (> I It has been widely suggested that in view orihc longer life-span of Indians and the practice 
in other countries, and in order to utilize the experience and expertise of senior officials, the 
age of superannuation in gov ernment should be raised to 60 years, if not to 62 ( 65 years 
for scientific, engineering and medical personnel) Would you agree? Should the increase 
in age of superannuation be of universal application or be restricted only to those fulfilling 
certain specified conditions and pre-requisites, such as physical and mental fitness, and after 
following appropriate screening procedures? 

Q 6 2 Should the age of superannuation in Central Police Organisations be at par with other 
services instead of 55 years, as at present in some of them, or should it be reduced with full 
pensionary benefits to maintain a young profile, considering the nature of duties being 
performed by them ? 

Qualifying service 

Q 6 3 At present, the qualifying sen ice for earning full pension is 33 years. Reduction of this 
period to anything between 20 and 30 years has been demanded It has also been suggested 
that enhanced pension be paid for service in excess of 33 years. What do you recommend? 
Should employees with less than 10 years' service also be entitled to pension? 

Amount of pension 

Q 6.4 At present, pension is computed at 50% of the average emoluments drawn during the 
preceding 10 months. It has been suggested that the percentage be raised to anywhere 
between 60 and 100 and the amount determined based on the average emoluments of the 
preceding 3 or 6 months or even the last pay drawn. Further, that the rate of pension be 
enhanced by 5% every 10 years after retirement. How do you react to these suggestions? 

Q 6.5 How should minimum pension be determined? Should it bear the same relation to minimum 
salary as retiring pension bears to average pay on completion of qualifying service? What 
amount would you consider reasonable at this stage? 

Dearness Relief 

Q 6.6 It has been urged that dearness relief on pension should be given on the same scale as 
dearness allowance for serving employees. Also, that there should be full neutralisation.of 
cost of living for the higher levels Would you agree ? Should dearness relief continue to 
be paid on the commuted portion of the pension as well, as is currently the practice ? 

Family Pension 

Q 6 7 At present, family pension is 30% of last pay drawn upto Rs 1.500. 20% for pay between 
Rs 1.500 and Rs 3,000. and 15% for pay above Rs 3,000 subject to certain prescribed 
minimum and maximum limits. It has been suggested that it should be equal to pension/pay 
last drawn Is this justified'' Should there be a ceiling of Rs 1250 for family pension as 
at present? Would y ou like to suggest any other changes in ihc Family Pension Scheme 1 ' 
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(iratuity 


Q 6 X Gratuity is currently paid 15 days' pay for each completed year of sen ice. subject to a 

ceiling of 16 1/2 months' pay or Rs one lakh, whichever is less. It has been suggested that 
this be raised to oik month’s pay for each completed year of scn'icc. and the present ceilings 
removed Do you agree? Should "pay" include all allowances, instead of being confined 
only to "basic pay” as at present? 

Q 6.9 Would you suggest the replacement of gratuity by an increase in the quantum of pension 
•> 

Compulsory retirement 

Q 6.10 Have you any suggestions in regard to the present procedure for compulsorily retiring an 
employee in the public interest? 

Voluntary retirement 

Q 6 11 Currently, employees with 20 years' sen-ice can seek voluntary retirement and receive a 
weightage of five years. It has been suggested that such retirement be allowed on 
completion of 10 years’ scn'icc, with weightage of 50% of the remaining service. Do you 
agree? Do you have any alternative scheme of voluntary retirement involving a golden 
handshake to suggest? 

Commutation 

Q 6.12 At present, commutation of pension is permissible to the extent of 33 1/3% and full pension 
is restored after a period of 15 years. It has been proposed that the extent of commutation 
be raised to 50% and restoration take place after a period ranging from 7 to 12 years What 
do you suggest? Should commutation also apply to family pension? 

Other benefits 

Q 6 13 IS there any case for grant of other benefits like House Rent Allowance, Citv Compensatory 
Allowance, House Building Advance, Leave Travel Concession, Bonus etc to pensioners? 

Medical Cover 

Q 6.14 What kind of medical cover ranging from CGHS to reimbursement of medical expenses, 
medical insurance or medical allowance would be appropriate for pensioners? 

Past pensioners 

Q 615 It has been suggested lhat all liberalisation in pension structure and rates should be made 
applicable retrospectively. Is the demand justified? How can broad parity between past and 
present pensioners be achieved? 


Pension Fund 

Q 616 Would it be feasible to have a Pension -Fund, with contributions from the Government 
and/or the employees, and thus provide for a contributory pension that may be higher than 
the present rate of 50% and even reach the level of last pay- drawn? 
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SECTION VII: ADMINISTRATIVE REFORMS 

Rtde of Govt. 

Q 7 1 Do you fed the role of the Central Govt.* should be redefined by ( 4 ) transferring most of (he 
field functions to State Governments, local bodies and NGOs, (ii) entrusting service 
functions on contract to private agencies and (iii) withdrawal of the public sector from non- 
core non-stratcgic areas? Which centrally sponsored schemes should be transferred to the 
States ? 


Effectiveness 

Q 7.2 In what specific ways should the effectiveness of Government be enhanced by bringing 
about environmental changes (laying greater emphasis on management rather than 
administration, accountability, sensitivity, performance-orientation etc ), and organisational 
changes ( simplification of procedures, emphasis on goals, making institutions organic 
rather than mechanistic, etc.) 9 

Q 7.3 How can training of employees be made more useful in increasing effectiveness and 
professionalisation of the Government? Should an employee be made to sen e in a reiated 
department for a specific period in order to ensure optimum utilisation of skills acquired 
through training? 

Q 7.4 Please suggest in detail how the effectiveness of Government can be enhanced by 
automation, computerisation or other improved methods of office management? 

Q 7.S What, in your opinion, are the main factors that prevent expeditious decision-making in the 
present set-up? What measures, including enhanced organisational autonomy and 
delegation of powers, would you suggest to overcome these? 

Openness 

Q 7.6 Are openne ss and public participation in Government adequate? Is there a need for greater 
openness and transparency by dispensing with provisions like the Official Secrets Act in 
respect of non-sensitive activities of the Government? Should Government employees be 
allowed to air their views in public or to higher authorities, where the public interest so 
demands? 


Officer-oriented system 

Q 7.7 Should the Government shift over to an officer-oriented structure (as in the Desk officer 
system of the Central Secretariat) in certain Departments? If so, identify such departments. 


Reduction in Govt machinery 


Q 7,8 Do you mink that with ongoing liberalisation, certain Government Departments have 
become largely or wholly redundant? If so, kindly identify such departments 

Q 79 Is there an avoidable overlap of functions among some Ministries , Departments or 
organisations of the Central Government? If so, please identify such organisations along 
with the areas of overlap. 



Q 7. 10 It has been suggested that the only effective way of thinning the flab in Government is to 
impose a one-third.cut. across the board, in all cadres and services, to be achieved within 
the next ten years. This can be done by abolishing all posts that fall vacant and by 
drastically reducing the intake. Please comment on these r isurcs and others which you 
may like to suggest 

Q 7 11 Is there a Scope for reorganising the numerous security and police organizations created 
from time to time, in order to reduce their numhCr and overall size? 

Q 7 12 Arc you aware of any outdated work nonns laid down by Government for sanction of 
additional units or staff in an organisation? If so, please suggest revised norms that should 
be adopted in these eases? 


Abolition offeudalism 

Q 7.13 Should all vestiges of feudalism in the country like huge residential bungalows sprawling 
ova several acres, large number of servants' quarters, retinues of personal staff, bungalow 
peons, use of uniformed personnel as batmen or on unnecessary security or ceremonial 
duties etc. be abolished? Please make concrete suggestions. 

Specific proposals 

0 7.14 Please outline specific proposals which could result in 

(i) Reduction and redeployment of 
staff, 

(ii) Reduction of paper work, 

(iii) Better work environment, 

(iv) Economy in expenditure, 

(v) Professionalisation of services 

(vi) Reduction in litigation on service 
matters 


Newconeepts : 


Q 7.15 Do you think the concepts of contractual appointment, part-time work, flexible job 
description, flexitime etc. need to be introduced in Government to change the environment, 
provide more jobs and impart flexibility to the working conditions of employees? 

Q 7.16 Should there be lateral movement from Government to non-Govemment jobs and vice- 
versa? If so, in which spheres and to what extent? 

Q 7.17 It has been suggested that existing Government employees should be encouraged to shift 
to employment on contract for specified periods in return for a substantially higher 
remuneration package Would you agree ? 

Performance Appraisal 

Q 7 18 In w hat way should the present system of performance appraisal be changed? Should the 
ACR be an open document 0 How far has the introduction of self-assessment helped in the 
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prqccss of appraisal ? Should appraisal be done for an entire team instead of for individuals 


Q 7 19 In what manner elm Government employees be made personally accountable for their acts 
of omission or commission, without any special safeguards? Would you recommend any 
amendments to Article 311 of the Constitution, Section 197 of the Code of Criminal 
Procedure. Section 17 and 19 of the Prevention of Corruption Act, I9K8, and various rules 
relating to conduct of Government servants and disciplinary proceedings’* 

Q 7.20 In what manner should the work of honest, dynamic and efficient officials be rewarded’* 

Transfer and Promotion Policies 

0 7.21 How can it be ensured that mid-term transfers of officials involving short tcnures'are not 
resorted to on considerations other than purely administrative? 

Q 7.22 How should promotion policies be modified to ensure that seniority, merit and professional 
qualifications get doe weightage? At what stages and to what extent should direct recruits 
be inducted? Should promotions be assured at all to each employee? If so, to what extent? 
Should promotions be time-bound and delinked from availability of posts? 

Q 7.23 It has been suggested that a departmental examination should form the basis for assessment 
of merit for purposes of promotion at each level in addition to the ACRs. Please comment. 

Holidays 

Q 7.24 Kindly comment on the appropriateness of adopting a five-day week in Government offices 
when other sectors follow a six-day week. Please also state whether the number of 
Gazetted holidays in Government offices should be reduced? 

Q 7.25 What do you think is the state of work ethics and punctuality in Government offices ? 
Kindly suggest ways of improving these. 

Conditions of service 

Q 7.26 Please cite any condition of service or rule the introduction, modification or removal of 
whjch would improve the morale and efficiency of public service. 
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DATA REQUIREMENTS OF A PAY COMMISSION | 

III. I I he terms of reference of Pay Commissions, inter alia, require 

than to make recommendations on pay and allowances and conditions of service 
of Central Government employees bearing in mind the trends and conditions of 
service prevailing elsewhere and the resources of the Central Government. This 
necessarily requires data on the various aspects of- 

a) Size of Central Govt, employees 

b) Pay and allowances of Central Govt. Employees 

c) Pension and Retirements benefits 

d) Recruitment and Promotion Rules 

c) Structure of emoluments, allowances and conditions of service as 

it prevails in the State Governments, public sector, private sector 
arid in other countries 


Quality i>f Data JH.2 Wc. too were in need of the above information and like all the 

previous Pay Commissions faced a host of problems pertaining to data with 
inadequate, unreliable, dated and incognate information. 


Our requirements 
of da fa 
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TIIK AREAS Of INADEQUACIES 


Size of ( cntriil 
(uwl emplmws 


Pay and 
allowances 


Pensions 


III.3 There are several sources reporting on the size of 

Government employees. The Census of Central Govt, employees published 
by the DirecUrctte General of Employment and Training (DGET) in the 
Ministry of Labour and the Expenditure Budget are amongst the main 
sources on tlie size of the civilian employment in Central Government. The 
Economic Survey and the brochure titled "Pay and Allowances of Central 
Government Employees" brought out by the Pay Research 6nit in the 
Ministry of Finance also contain some information on the size of employment 
in Central Government. The Department of Personnel and Training too 
maintains soo* information on this subject. Surprisingly, not only docs the size 
of civilian employment reported by these sources vary, die rate of increase reported 
also varies (Sec Tabic III. 1 and III.2) While most sources show an increasing 
trend during the period 1988 to 1992, the Department of Personnel and Training 
statistics shows a decline Hv Central Government empfciyijicni between 1991 and 
1992 This inconsistency is probably because there is no uniformity in the way in 
which the target population, is defined by these sources. The Census of Central 
Government Employees, which is the most scientific reliable and comprehensive 
source on the size of Central Government, is found to be dated and is published 
with a lag of 4 to 5 years with the latest information being available for the year 
1991 only 

III .4 Regarding Pay and Allowances, the Pay Research Unit (PRU) in 

the Department of Expenditure under Ministry of Finance brings out a brochure 
titled "Pay and Allowances of the Central. Government employees" This brochure 
contains information only on total expenditure on pay and allowances drawn by the 
Central Government employees. What this brochure does not contain is the pay- 
scale-wise distribution of the number of employees drawing a particular allowance 
Details on allowances have also been omitted. In the case of travelling allowance, 
separate information on the amount being spent on tours and transfers is not 
available. Details of other Compensatory Allowances such as Special 
Compensatory Allowance, Special .Duty Allowance, Night Duty Allowance, Risk 
Allowance are not available. No information is available on the number of 
employees claiming, HRA, HBA, or availing themselves of Leave Travel 
Concession etc. This information should be built into the brochure brought 
out by the PRU. Unfortunately, this brochure is also published with a time 
lag of over two to three years. 


III.5 The other area where information was found to be rather scantily 

available was pensions. There appears to be no authentic information on 
pensioners before the year 1991-92. Though the Central Pension Accounting 
Office set up in 1990 has done commendable work in computerising civilian 
pensions and brings out an annual publication pf "Accounts at a glance", which is 
our chief source on pensions, glaring data gaps still remain. No information on 
"total" pensioners or "total" family pensioners, their spread across pension ranges 
and departments is published though some information on year-wise retirees is 
available. Similarly, the age profile and mortality figures among pensioners arc not 
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Recruitment and 
l y romotion Rules 


Ray structure and 
conditions of 
service elsewhere 


The need for 

galvanizing 

information 

gathering 

mechanisms in 

Government. 


available It would be rewarding to tabulate the past trends on pensioners till as 
long back as possible and make some projections on future retirements, pay scale 
wise and ministry wise This will in many ways help the personnel policy in 
Government 

111 6 No information was available inhousc on the Recruitment and 

Promotion rules (R&P) associated with the 40 lakh odd civilian posts in 
Government The collection of the R&P rules from the various departments was 
a herculean task and look a considerable amount of our time. The Department of 
Personnel and Training being a nodal Ministry should ideally ccntrali/c this 
information. Also there appears to be some scope for simplifying these rules so as 
to make it possible to computerize the information contained in the R&P Rules 
This would facilitate job evaluation and make it easier to,establish equivalences 
between jobs.' 

III.7 No information was available on the pay structure and service 

conditions of employees in the State Governments, Public Sector, Private Sector 
and countries abroad. The result was that we had to collect and collate information 
on these subjects on our own. This took a large part of our time We feel that the 
latest trends on pay, allowances and conditions of sendee available elsewhere, 
should be readily available to Pay Commissions. Centralizing information in the 
above areas will also facilitate the overseeing and implementation of a National 
Wage Policy being recommended by us elsewhere. 


OUR SUGGESTIONS FOR THE FUTURE 


III.8 In the absence of the above information being readily available to 

us, the onus of collection and compilation of information under these heads came 
to rest on us. This severely burdened the Commission. We observe that 
Governments abroad have been at great pains to maintain centralized statistical 
information systems needed for the purpose of pay revisions. While there exists 
a Department of Personnel and Training, a Pay and Research Unit in the 
Department of Expenditure, a Directorate of Employment in Ministry' of Labour 
and a Central Pension Accounting Office, charged with the responsibility of 
carrying out some of the above tasks, we feel that these cells in the Government 
will need to be galvanized sufficiently so as to generate suitable information 
gathering mechanisms in the areas mentioned above. We have elsewhere also 
suggested the setting up of a permanent wage body for maintaining and updating 
the basic data on pay and allowances on a continuing basis. 
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Annexe Ml 



Total Employment in Central Govt, according to 

different 

sources 






(Lakhs) 

Year 

Expendi¬ 

ture 

document 
of the' 
Central 
Budget 
(as on 1st 
March) 

Economic 

Survey 

D.O.P.T. 

D.G.E. 

Reqular 

& T. Pay 

-- Research 

Non-regular Unit 

4 

1 . 

2. 

3. 

4. 

5. 

6. 

7. 

1984 

N. A. 

33.11 

32.42 

36.14 

3.91 

N.A. 

1985 

N. A. 

33.29 

33.70 

N.A. 

N.A. 

N.A. 

1986 

N. A. 

33.46 

34.56 

N.A. 

N.A. 

N.A. 

1987 

N. A. 

33.50 

34.46 

N.A. 

N.A. 

N.A. 

1988 

38.83 

33.81 

33.37 

36.99 

3.82 

N.A. 

1989 

39.69 

33.95 

34.64 

37.48 

3.70 

N.A. 

1990 

40.63 

33.97 

34.77 

37.74 

3.41 

N.A. 








1991 

40.82 

34.10 

37.35 

33.13 

3.47 

33.30 

1992 

41.39 

34.28 

36.59 

N.A. 

N.A. 

N.A. 


* 





$ 

1993 

39.72 

33.83 

35.30 

N.A. 

N.A. 

41.44 


* 






1994 

39.49 

33.92 

N.A. 

N.A. 

N.A. 

N.A. 


X 






1995 

39.88 

N. A. 

N. A. 

N.A. 

N.A. 

N.A. 

Percentage Annual 







increase over 







previous year 







1989 

2.21 

0.41 

3.81 

1.32 



1990 

2.37 

0.06 

0.38 

0.69 



1991 

0.47 

0.33 

7.42 

1.03 



1992 

1.40 

0.53 

-2.03 

N.A. 





-- 



— 

— 


* Excluding Delhi. 

** Relates to 1.7.1991 
@ Relates to 31.3.1993 
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Unlike other two colleagues who had worked inside the state apparatus for long 
periods, I was a total outsider who had faced the bureaucratic set up in all its raw' forms in an 
anonymous manner. This is the background with which I joined as part-time Member of the Fifth 
Central Pay Commission (FCPC for short) and 1 tried to press the outsider's perspective in the 
functioning of the Central Government machinery. With the compact three-member Commission, 
each one of us realised the paramount need to minimise dissent in order not to dilute the 
recommendations of the Commission and each one of us tried his best to accommodate the view 
point of the others with mutual understanding and respect for the individual position. The 
recommendations in the report reflect the end-result of these efforts. This note is an expression of 
those disagreements which still persisted despite sincere endeavours. 

2. There existed a deep conflict between my self-serving personal interests and the 
professional judgement. Being a university teacher, even though my scales and service conditions 
remained formally outside the purview of the FCPC, I knew that they would later be extended to me 
in a some form or the other. 1 realised, however, that 1 was appointed to the FCPC in my 
professional capacity' and there was need to over-ride personal interests This may be kept in view 
in reading this note. 

3. I may start by explicitly stating my dominant perception that on an average, a 
Central Government employee is underpaid but also underemployed and hence underperforming. 
A thirty per cent reduction in the number of employees across the board over a ten year period 
recommended in the Report and reiterated at several places is an admission of this perception This 
is admittedly not an optimal procedure but a compromise between rationality and feasibility, the 
latter taking into account the socio-political constraints in downsizing the Government machinery 
My friends within and outside the Government maintain that even this may prove ambitious. But 
an explicit recommendation in an official report would at least open up the unpleasant matter for 
public debate which we as a society had been refusing to confront in the face This has been the 
starting point in all countries - dev eloped and developing - which have carried out successful reforms 
in public administration 
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4 There has also been a strange and unjustified dichotomy in social perception that 

when it comes to welfare activities, it is the Government's obligation irrespective of costs and that 
when it relates to efficiency it is the function of the market forces. The welfare activities of the 
Government arc taken to be confined not just to what the Government docs for the welfare of social 
groups through various activities but also to directly providing jobs in the Government irrespective 
of functional requirements and without bothering whether they make positive contribution to the 
legitimate core functions of the Government in a cost effective fashion This mindset also permeates 
the high level bureaucracy which mostly acquits itself creditably while dealing w ith crisis situations 
w here immediate relief irrespective of cost is the dominant consideration In routine matters, the 
same bureaucracy operates as’a procedure-oriented rather than result-oriented machinery It is 
accountable to the procedures as if the procedures constitute an end in themselves Even here, if the 
procedures had been transparent and simple, the objective application of procedures would hav e led 
to desired results Impersonal and impartial application of clear procedures is indeed the hallmark 
of efficient public administration However, in our context, the set of complicated and non¬ 
transparent procedures which are generally used to obstruct the result, can be deployed to get the 
desired result if y ou happen to know' somebody in the bureaucracy. This results in a personalised 
public administration which defeats its very' spirit This takes perverse forms when the size of the 
bureaucracy' is larger than necessary and consequently the pay lower than adequate This is reflected 
in the widespread dissatisfaction with the quality, reliability, and timeliness of service in public 
administration. On rational grounds, therefore, drastic reduction in size is a pre-condition for salary 
revision This precondition is difficult to satisfy given the job security regulations. Once the 
constraints imposed by job security' and oversize are accepted, the desirable salary increases havf 
to be lowered to meet the limited salary budget. 

5. The rational use of existing manpower is further constrained by the segmentation 

into large number of cadres with no lateral mobility across related cadres and in most cadres, batch- 
wise seniority' is maintained even in supersessions w'hich are confined only to those within the same 
batch The situation is further complicated by considerable diversity along geographical, 
professional, work-load and responsibility dimensions on which an attempt is made to impose 
uniformity in terms of equivalences in hierarchical positions, scales of pay and service conditions 
resulting in various horizontal and vertical relativities which have assumed unjustified sanctity' over 
the years Judiciary and CAT judgements have also played their role in perpetuating them In this 
environment any one isolated action in one part of the system is bound to disturb the horizontal and 
vertical relativities and generate reverberations throughout, leading to spate of litigations regarding 
anomalies In this atmosphere, individual efficient employees cannot be rewarded nor can the 
shirkers be punished Equally’, any action taken in the context of one service at one level needs to 
be extended to that level in all the related serv ices. Trade union pressures further reinforce the 
existing rigidities in the rational use of manpower. The rigidities also w ork toward raising the salarv 
bill 

(i The precarious fiscal position of the Central Government needs no repetition The 

situation in most States is much worse although it has not prevented them from being extra-liberal 
to their own employees often at the cost of long-term development. If the Centre tries to emulate a 
few reckless States, it generates spillover effects in other States thereby contributing toward the 
detcnoration of their fiscal position. Apart from its own serious fiscal position, this reinforces the 
need for the Centre to be more restrained and conservative. The central public sector undertakings 
(PSUs) have also been granting liberal concessions to their employees through periodical wage 
settlements But the recent decision to decentralise these settlements have at least permitted certain 
PSU-spccific v iability conditions being taken into account although the trade union pressures arc 
equally strong in the PSUs as well This has not yet been possible in the Ccntial Government 
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I. 


Retirement Age; 


7 One major area where I differ with my colleagues relates to the age of retirement 

My colleagues hat e recommended an increase in the age of retirement from 58 years currently to 60 
vears and arc taking the credit annually for Rs. 1500 crorcs for two years had the employees retired 
at the age of 58 years at present. Given the resource strapped position of the Government, this is 
indeed a templing proposition. I am not in favour of this move and would like to maintain the status 
quo. My main reasons arc as follows: 

(l) The grounds mentioned in the report for raising the age of retirement (para 141.14) 
would be legitimate only if the size of the Government had been right As 
mentioned in Chapter 27, overstaffing in the Central Government is conceded in 
the recommendation for 30 per cent reduction over the ten year period. By 
extending the age of retirement, the normal annual reduction due to this factor 
would be postponed by two years. This is clearly not desirable for downsizing. 

(ii) Secondly, the report also rightly emphasizes at various points that the role of the 
bureaucracy has to change from being a controller to a facilitator. This requires a 
drastic change in the mindset which becomes all the more difficult, the higher the 
age. The experience in the last six years indicate that while a few have indeed 
succeeded in bringing about the required change in the mindset, a large majority 
has not. This provides the second substantive argument fqr not accepting the 
recommendation in the report. This also calls for changing the training procedures 
at the younger ages where the mindset can possibly be moulded more easily. 

(iii) Thirdly, there had been considerable expansion in the intake of new recruits in 
group A starting with the 1960s but gradually accelerating in the 1970s and further 
in the 1980s. This expansion is most conspicuous in the elite Indian 
Administrative Service (IAS). According to the civil list (as on 1st January) the 
stock of directly recruited IAS Officers with service of 30 years or more went up 
from 95 in 1981 to 170 in 1986, 289 in 1991 and 456 in 1996. This more than 
four-fold expansion in the matter of 15 years has resulted in (a) the clamour for the 
creation of additional high level posts, (b) IAS Officers occupying technical and 
other positions as parking places before getting regular postings; and (c) stagnation 
resulting in frustration. The number of Secretary level positions in the Central 
Government occupied by the IAS Officers has indeed more than doubled from 36 
in 1984 to 74 in 1996. This is correctly criticised in the report (para 47.23): "The 
result of such indiscriminate creation of posts is that each post thereby becomes 
less important and effective, and there are a large number of posts that have no 
work and authority. A little understood result is the poaching that takes place on 
the preserv es of other services, who resent encroachment."Para 47.24, therefore, 
recommends "30 per cent reduction in the authorised strength and filled in posts in 
the all India Services". While endorsing the recommendation wholeheartedly, it 
would be useful to point out that the problem of stagnation in IAS is going to get 
progressively wwse. The 1996 Civil List of IAS shows that in addition to the 
stock of 456 Officers with service of 30 years or more as on 1st January', 1996, the 
following number of officers existed in different intervals of experience. 




Interval of experience 
in year 

Number 

25-30 ‘ 

456 

20-25 

633 

15-20 

643 

10-15 . 

727 


Thus, even without increase in the retirement age. in coming years, there is going to be considerable 
overcrowding at the higher level Tins will only become much worse w ith the increase in retirement 
age The statements quoted from para 47.23 would hold in considerably accentuated from \yith 
adv erse impact on oilier services which hav e already been bitterly complaining about stagnation and 
other consequences mentioned in para 47.23. 

8 In the foregoing arguments, I have not taken into account the life-time obligations 
m terms of pension and other post-retirement benefits These would only reinforce the arguments 
In my judgement, therefore, deleterious long-term consequences of an increase in retirement age 
would far outweigh the illusory financial "savings" in the two years estimated to be Rs. 1500 crorcs 
per year without any firm data base (See Para 170.7). 

II. Housing Facilities: 

9 Para 1 12 48 recommends major changes in the house-rent allowance (HRA) It 
introduces a new A-l category Cities with population exceeding 50 lakhs and HRA amounting to 
30% of the maximum of the pay scales and the A category cities between 20 to 25 lakhs and HRA 
amounting to 15% of the maximum of the pay scale. These constitute significant increases 
compared to the past involving an estimated additional expenditure of Rs. 2000 crores (para 197.4). 

10 While conceding the seriousness of the housing shortage in big cities and the 
hardships involved in commuting long distances, 1 am not convinced that the suggested solution in 
112 48 is the right one. The correct solution is either to increase the stock of houses in the big cities 
or to relieve the pressure by inducing out-migration. The latter option being closed, the former 
option is not going to be advanced by the suggested recommendation. The major outcome of the 
recommendation would be: 

a) Some Gov ernment employees would be induced to move into their own house/flat 
and hence relieve the pressure on existing Government accommodation in short 
supply: 

b) Landlords would hike the rents in order to reap the additional rental incomes 
Compared to the present position, for A-l cities, HRA increase is 6.4 times for 
Peon, 4.6 times for Supervisor and as high as 7 times for the groiip A officers. 

11 Both (a) & (b) would possibly and temporarily help the Central Government 
employ ees at the cost of those w ho are not fortunate to be in the Central Government service This 
is not a desirable outcome 

12 In order to alleviate housing shortage, it is necessary to convert the existing 
Government owned houses into multi-storey fiats and also substantially raise the current charges to 
the occupants ot Government houses which do not even cov er the maintenance charges. Steep 
increase in HRA is not the solution. 
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III. 


Leave Travel C oncession (LTC) 


13 The report has recommended liberalisation of LTC in two dimensions (a) 
encashment of earned leave upto 10 days along with LTC to the extent of a total of 60 days in a 
career span (para 121.5). and (b) all Senior Executives (Joint Secretaries and above) should be 
permuted to travel by air or AC First Class at their option, on LTC and all other employees by rail 
by the entitled class on official lour (para 121.6). It is also mentioned that some 13 (out of some 200 
odd) public sector undertakings, several nationalised public sector banks and five State Governments 
(Tamil Nadu, Gujarat, Himachal Pradesh, Meghalaya and Assam) also permit air trvcl on LTC 

14 1 do not support this move because of significant financial implications not only for 
the Central Government but also its spill-over effect on the State Governments whose fiscal 
positions arc known to be very precarious. Under the existing rules, outlay on-J-TC has increased 
from between Rs. 30 to 40 crores in the mid-eighties to Rs. 82.5 crorcs in 1993-94 (Table 38.4). 
With liberalisation in the two dimensions mentioned above, much larger number would come 
forward to avail of the facility. Moreover, with progressively rising air and train fares, the outlay 
is likely to explode thereby putting a significant burden on the exchequer With overcrowding even 
in the elite IAS discussed earlier in connection with retirement age, the number of officials of Joint 
Secretary level and above would progressively increase from 626 as on 1st February, 1996 thereby 
raising the number eligible to travel by air on LTC. The case with PSUs and Nationalised public 
sector banks cannot be compared as their outlays on LTC do no come from the central exchequer. 

IV. Income Tax 

15 The report states: "Much though we would have liked to make the full emoluments 
of Government employees net of income tax, we have decided to start with allowances and 
pensions only, as a first step" (para 167.6, emphasis in original). It, therefore, recommends that 

(a) all allowances of Central Government employees, including those of various union 
territories, may henceforth be paid net of taxes, (para 167.10); 

(b) the tax concession be extended to such part of DA as may be converted into 
Dearness Pay from lime to time (para 167.10); an /J 

(c) pensions of all retired Central Government employees may be paid net of taxes 
(para 167.11) 

16. Ido not support these recommendations because the provisions of income T ax Act 
must apply equally to all citizens whether they are Government employees or not. At the time of 
approving the changes in direct taxes every year, the Parliament is expected to take account of 
legitimate exemptions and appropriateness of rates to reconcile the conflicting objectives of rev enue 
generation and equity. Once this is done, no segment of the population should be given extra 
concessions in any form to get around the provisions. 

17. I am even more concerned that the 'first step' is towards the ultimate ‘goal in the 
quotation above from para 167.6, namely "to make the full emoluments of Government employees 
net of Income Tax" which circumspection' has prevented them from recommending. The argument 
given in support of this goal is "... it is a fact that it has not been possible for us to fully meet the 
aspirations of Central Government employees in respect of both salaries and allowance'' (para 
167.5) It is useful to remember and 1 am sure mv colleagues arc reasonable enough to recognise that 
salaries and allowances arc to be determined mainly with reference to duties and responsibilities and 
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only secondarily with reference to the aspirations relating to the life-style Secondly, if and when 
rightsizing lakes place, the argument would not apply Finally, as the report itself recognises, even 
though legally possible, it would not be equitable "to treat Central Government employees as a 
special category for purposes of Income-tax". (Para 1674) 

V. Dearness Allowance 

IX The report recommends that "inflation neutralisation be made uniform at 100% at 

all levels" (para 18.8) 

19. The same paragraph offers the defence of the recommendation in terms of the 
following arguments : 

(i) "Minimum-maximum ratios fixed by the Pay Commission should have some 
sanctity' and stability" and that "it cannot be allowed to become a plaything in the 
hands of an erratic CPI;" 

(ii) ' Unbalanced external relativities' with "the lifting of the ceilings on private sector 
and the salaries in the public sector getting linked to productivity" 

(iii) Unjust practice of differential neutralisation' as "the government is unable to pay 
comparable salaries at higher levels to its officers in spite of the enormity of their 
tasks and higher level of responsibilities." 

20. These grounds are taken to override the argument of vertical equity' accepted by 
the earlier Pay Commissions (para 118.2) in justifying the differential rates of neutralisation. 

21 lam not persuaded by the defence for the following reasons: 

(i) First, the original justification for DA was the premise that inflation affects 
everybody equally and some minimum subsistence level should be guaranteed to 
everybody' independently of prices. This yielded the industrial DA system by which 
all employees were compensated with equal absolute amount per point increase in 
the Consumer Price Index. Consequently, the percentage of DA to salary declined 
with a rise in salary levels in the hierarchy. This point basis' was linked with 
percentage neutralisation according to basic salary level in the Fourth Central Pay 
Commission (CPC). This was a deviation from the original premise. It can 
possibly be rationalised by arguing that the minimum subsistence levels differ at 
different levels in the hierarchy and it is these levels at their minimum in each 
grade' should be protected against the price rise. This provides the justification 

of vertical equity' in terms of declining percentage of neutralisation. Acceptance 
of maximum-minimum ratio in combination with the recommendation of declining 
percentage neutralisation by the Fourth CPC shows that the former was to be 
subject to the vertical equity' considerations and was not expected to remain stable 
in a rigid fashion 

(ii) Second, the maximum-minimum ratio itself has no objectiv e sanctity'. The present 
FCPC has arbitrarily fixed it at the same level as the Fourth CPC It would also be 
useful to remember that the ratio compares basic salaries only and docs not take 
account of non-monetised perquisites. Inclusive of these perquisites, the ratio 
would be higher 
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(in) Third, the unbalanced external relativity' observed in the last five to six years 
cannot be assumed to remain stable as the pay-packets in the private corporate and 
public sector enterprises arc bound to be linked to their commercial fortunes and 
performance This is not the ease in Central Government sen ice 


(if) Fourth, the argument of unjust practice of differential neutralisation' is linked to 
the inability of Government to pay comparable salaries at higher levels in spile of 
enormity of tasks and higher levels of responsibilities. This has to be taken in 
conjunction with the 'creation of unnecessary posts' (para 47 23 quoted earlier) and 
the tendency is to create more and more posts at the higher levels in order to 
accommodate a high percentage of officers in senior assignments" (para 47.25 


22 1 am, therefore, not convinced that the maximum-minimum ratio must override 

vertical equity' resulting in 100% neutralisation at all levels. While the case can be made for 
reducing the percentage neutralisation or tightening the corresponding salary limits for applicability, 
at least the status quo is warranted. 


VI. Promotion Policy 


23. The current empanelment procedures for Additional Secretary/Special 

Secretary/Secretary need to be made more open and transparent. The special committee currently 
assisting the Cabinet Secretary' should include at least one non-JAS outsider who can take a detached 
view neutral to different serv ices. This would also partially alleviate the resentment felt by other 
Group 'A' services. 


24. The current procedure especially in IAS does not permit inter-batch comparison for 
empanelment. With the increase in the numbers over the years there is much weaker reason to 
believe that everyone in an earlier batch would be uniformly superior to everyone in a subsequent 
batch. Some more stringent screening procedures need to be devised by which eligible number from 
each batch can be reduced and at least two consecutive batches can be considered for empanelment. 
1 understand that in some Central services with small batch sizes, inter-batch supersession has been 
taking placed. While it would cause some heart burning as any change in the status quo does, it 
would generate incentives for the efficient younger officers to strive harder and aspire for fast-track 
promotion. 

25. Currently, all the Secretaries get the identical pay. This was possibly sensible when 
the number of Secretary' level posts were strictly rationed. The number of Secretaries to the 
Government of India increased from 45 in 1972 to 61 in 1984 and 107 in 1996. This is in line with 
tendency noted earlier from chapter 47. The justification for having identical salary for such a large 
number is very weak indeed. There is, therefore, a good justification for creating a scale for 
Secretaries. The details need to be worked out. But it could start at a lower level than suggested in 
the new scale and go almost upto the level of the Cabinet Secretary. The range should be such as 
to accommodate the differences in the workload, duties and responsibilities after taking account of 
30 per cent reduction recommended in the Report. 

26 In addition, fixed time contracts can be offered for the top positions not only to 

outsiders but also those from the subsequent batches who arc willing to switch to contract basic in 
return for fast track promotion In such cases, clear cut performance criteria need to be evolved For 
this purpose, the experience from New Zealand and England could be considered 
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I hav e dealt with the question of promotion and competition from the top level 



because that has to be the starting point tor introducing elements of market into the government 
service Success in this context would open up the possibilities of lateral mobility through limited 
departmental competitive examinations and other means at lower levels Dcsk-officcr-orientcd 
system and multi-skilling at lower levels would also help in this process 

VII. Financial Implications 

2X The gross additional financial implications of the recommendations pertaining to 

all Central Gov ernment employees have been estimated to be Rs.KROO crorcs (para 197.4). After 
netting out live impact of the suggested deferment of retirement benefit amounting to Rs. 1500 crorcs. 
the net impact is estimated to be Rs 7300 crorcs (para 197.7). If my arguments for not increasing 
the age of retirement arc accepted, the total expenditure on salaries and allowances would rise to 
Rs. 10300 crorcs. 

29 Although the staff of the FCPC has done the best possible job in estimating 
financial implications’, 1 must mention that the data-base on pensionary benefits to past pensioners 
is extremely weak We do not have the size distribution of the total stock of past pensioners 
according to the size of pension they draw. Even Rs. 1500 crorcs for retirees during 1997-98 is only 
a notional figure. Similarly, medical facilities and other allowances are mostjv contingent on certain 
events which cannot be predicted and on which the past data only give the aggregate expenditure. 
With liberalisation of many allowances, the actual expenditure on some of the allowances is likely 
to expand and the past experience would not be an adequate basis for prediction 

30 The financial implications are, therefore, likely to be more massive than has been 
suggested in the report Some of the suggestions in this note may merely offset the addition of 
Rs 1500 crorcs on retirement. In order to keep the outlays under strict check, it is necessary to 
provide for a reasonable cap on specific allowances at the departmental level to be strictly adhered. 
Similarly, there is also an urgent need to keep a cap in real expenditure on pay and allowances. 

31. If the outlays prove to be unsustainable, painful trade-offs would have to be worked 
out between how much the government would like to do for the present employees in-comparison 
with the past employees Similarly, in the armed forces, too, the painful choice between men and 
equipment would have to be faced to keep the defence budget under check. Needless to add, the cap 
on other current expenditures of the Central Government would have to be even more stringent to 
take the blow from the recommendations of the report. 

VIII Two final points 

32. My colleagues have rightly suggested a drastic reduction in the number of holidays 
for the Central Government employees. They have suggested three national holidays: 15th August, 
26th January and 2nd October. I hold the Mahatma in the highest esteem. However, given the 
proclivities of the government to extent the list of person - specific holidays in an indiscriminate 
fashion, I w ould like to take out 2nd October from the list of national holidays so as not leave any 
scope for introducing person-specific holidays. In fact, working harder on October 2nd would make 
the Mahatma much happier in his heavenly abode. I, therefore, recommend omitting October 2nd 
from the list with a stipulation that no person-specific national holiday be given, however highly 
esteemed the person may be 

33 In the policy statement on allowances, there is a reference bordering on the tinge 

of envy , to a number of officers having orderlies and batmen’ (para 40.29). This has been 
translated into the recommendation that "all executives of and above the rank of Deputy Secretary' 
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and equivalent may be provided with a residential Telephone Attendant" whose tenure would be co- 
tcnninus with that of the officer. who would not have the status of a government employee and who 
arc to be recruited directly at a fixed rate of Rs. 1500 per month being borne by the Gov ernment (para 
10.633) This'is an unfortunate suggestion for the Central Government to subside full-time domestic 
servant for officers who arc currently not entitled to orderlies and batmen Propriety impels me to 
refrain from any further comment. I simply cannot support it. Stronger ease exists for a phased 
withdrawal of this facility wherever it is currently exploited officially or otherwise 


(SURESH D. TENDULKAR) 
MEMBER 
29.01.1997 
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introduction ] Our esteemed colleague Prof. Suresh Tendulkar has handed over 

his note of dissent at 7.30 p.m. today Normally, if the note had reached us well in 
time, we would have rebutted his arguments in the body of the Report. Now we arc 
forced to make a brief rejoinder. 

Age of retirement 2. The argument that increase in the age of superannuation would 

adversely affect the downsizing effort is not valiu. Both the measures suggested 
by us are major policy initiatives with significant ramifications. They cannot be 
judged by looking at a single end-result. The measures suggested by us for 
downsizing include abolition of 3.5 lakh vacant jobs straightaway, which more than 
compensate for the lack of retirement in the first two years. There are other 
measures like compulsory retirement, normal voluntary retirement, VRS with 
golden handshake, contracting out of services, corporatisation, privatisation etc. 
All these measures will definitely lead to 30% downsizing. 

3. The other plea that the mindset of government employees would 
not change because they would stay in office for two more years does not stand 
scrutiny. Mindsets change when there are generation gaps, not in a space of two 
years. 

4. We have indicated many solutions for the problem of stagnation 
in the LAS and other services, and the increase in age of superannuation will benefit 
all in the long run, even those who have to wait a little longer for their promotions 

Housing facilities 5 About the increase in HRA, the report clearly spells out various 

methods by which the total stock of housing can be added to. Our colleague also 
admits that increase in HRA will induce many employees to shift to their own 
houses. As far as the hike in rents is concerned, this is a function of the overall 
demand and supply situation, which we hope will improve by the multi-pronged 
strategy suggested by us. 

I'Tt' 6 . The only objection .to the liberalisation of LTC for senior 

executives is the financial implication. Our calculations show that this will cost 
only Rs .,10 crores per year. This cannot be termed excessive. 
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7 . With regard to income lax, our colleague has stressed the principle 

that provisions of Income Tax Act must apply equally to all citizens. We are in 
agreement with him That is why we have not suggested any amendment in the 
Income Tax Law. our recommendation for paying allowances net of tax is already 
provided for in the existing law Government is presently doing this for all IF-'S 
officers. Main private sector employees arc using this provision of law Ain othe 

r employer is also free to make use of the provision This recommendation cannot, 
therefore, be faulted on the ground that it is discriminatory. 

X. We do not agree with our learned brother that we have "arbitrarily 

fixed the minimum-maximum ratio at the same level as the Fourth CPC" Hus 
matter was discussed in depth and arguments in favour of increasing or reducing 
the ratio were examined. The decision not to touch the ratio is a considered 
decision of the Fifth CPC and there are solid reasons for it. That is why the ratio 
has sanctity and cannot be allowed to become the plaything of an erratic cost of 
living index 

9. The concept of 'vertical equity 1 sought to be enunciated by our 
esteemed colleague is nothing but a rehash of certain modes of thinking which have 
in the past reduced our higher bureaucracy to the present sorry pass in terms of 
compensation packages. The trend all over the world and in the private sector in 
India s to pay senior executives what they deserve. 

10. Our recommendations have to be internally consistent Our 
overa : thrust is towards lesser'numbers and better salaries. We cannot use the 
present position of there being too many employees to buttress an argument for 
differential neutralisation. When the number of senior executives are to be reduced 
by 30%, they must be paid their due and that can only happen wii.h 100% 
neutralisation of the increase in cost of living. 

11 A large number of officers in the military, police, railways, district 

administration and other Central/State Government Departments already have at 
least one attendant at their residences, whether he is called a batman or an orderly 
or a telephone attendant or a khalasi or whatever. The Telephone Attendant 
Allowance is meant to cover only those few senior officers, mainly posted in 
Secretariat jobs, who do not have such assistance at home. Such a facility will only 
result in making the life of such Secretariat officers a little more tolerable and 
reverse the present trend of AIS officers not wanting to come to the Centre or to 
State Secretariat jobs 

12. We would not like to rebut all the points made by our esteemed 

colleague, nor is there time to do so. In fact all the recommendations in our 
Reportare themselves self-explanatory and are based on substantive reasons We 
would like to conclude that we were honoured in having the advice of a noted 
economist like Prof Tendulkar and the Report is indeed a much better document 
because of his numerous contributions to it. 



( S. RATNAVEL PANDIAN ) 

29.01 1997 


( M.K.KAW ) 

29.01 1997 



